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Abstract 

Recent information in the field of Operations Tempo (OPTEMPO) has resulted in 

conflicting information on its effect on turnover intentions.  This study evaluated the August 

2004 Status of Forces Survey to determine if the sample demonstrated OPTEMPO had a 

curvilinear effect on turnover intentions when accounting for the moderators job satisfaction and 

organizational commitment while controlling for rank and gender.  Linear regressions were used 

to determine if the relationship between OPTEMPO and turnover intentions were significant.  

When accounting for job satisfaction and organizational commitment the relationship between 

OPTEMPO and turnover intentions is not significant, this indicated that OPTEMPO and turnover 

intentions do not have a curvilinear relationship.  The findings of this study led to further 

research questions which implied that the sample demonstrated a slight significant relationship 

between OPTEMPO and turnover intentions.  Overall, the study demonstrated that the 

relationship between OPTEMPO and turnover intentions in the presence of job satisfaction and 

organizational commitment is not significant and has no impact.  
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THE IMPACT OF OPERATIONS TEMPO (OPTEMPO) ON INTENTIONS TO DEPART THE 

MILITARY.  DOES THE INCREASE OF OPTEMPO CAUSE ACTION? 

 

CHAPTER 1 

INTRODUCTION 

Turnover, defined as the act of an employee leaving an organization, is currently 

assuming crisis proportions for many employers who struggle to retain people in their 

organization (Griffeth & Hom 2001).  Griffeth and Hom (2001) also stated that researchers 

project the cost of one turnover incident in the private sector ranging from between 93% and 

200% of a leaver’s salary.  Because of the costs associated with turnover, both public and private 

organizations are doing all they can to minimize the loss of their employees (Holt, Rehg, Lin, & 

Miller, 2007).  The military is not immune to the tremendous cost of turnover as the Government 

Accounting Office review reported approximately 62% of enlisted personnel and 40% of officers 

intend to leave the military once their active duty service commitment is complete (Huffman, 

Adler, Dolan, & Castro 2005).  Also, a recent report released by Air Force Personnel Center 

(2006) reported the Air Force lost 79% of those pilots who were eligible to separate or retire in 

2006 (Rated Officer Retention Analysis, 2006).   

To help alleviate the damage experienced from turnover, the Department of Defense has 

incurred significant costs in training and recruiting.  For example the initial screening and 

training given to Air Force officers exceeds $300 million annually and is increased dramatically 

when the skills taught become more specialized (i.e., pilots) (Holt et al., 2007).  In addition, the 

cost of retraining one, non-rated, active duty Air Force officer ranges from $17,180 to $181,056 

(Air Force Instruction 65-503, 2007).  In addition, the cost of retraining one enlisted member of 



 
 

 

 2

the Air Force ranges from $3,499 to $249,768 (Air Force Instruction 65-503, 2007).  Because 

turnover and the costs incurred due to turnover have reached such dramatic levels, it is important 

to understand why it occurs. 

Increasing amounts of military members are choosing to leave the Armed Forces.  In the 

past year alone the Armed Forces have reduced their overall total force by over 8,000 members 

(Active Duty Military Strength Report, 2007).   One of the common explanations for leaving the 

military is the increase in military operations also known as operations temp (OPTEMPO) 

(Huffman et al. 2005).  OPTEMPO is a military term that became popular in the early 1990s 

when the military experienced a severe drawdown and an increase in military operations (Castro 

& Adler, 2005).  As the military continues to downsize, the OPTEMPO is likely to increase, 

therefore it is important to determine the effect of OPTEMPO on voluntary turnover (Reed & 

Segal, 2000).   

Previous studies on the impact of OPTEMPO on military turnover have generated 

inconsistent findings (Huffman et al. 2005).  Some findings have indicated a high OPTEMPO is 

consistent with a greater intention to leave (e.g., Giacalone, 2000; Sullivan, 1995), while other 

findings have noted the opposite effect (e.g., Castro, Huffman, Adler, & Bienvenue, 1999; Reed 

& Segal, 2000).  Huffman et al. (2005) examined the effects of OPTEMPO on soldier and unit 

readiness in the United States Army Europe.  The study was based on data collected from May 

1999 to January 2001 and focused on the effects of OPTEMPO on intent to turnover.  The intent 

of this study is to evaluate the effects of OPTEMPO on intent to turnover in the United States Air 

Force using secondary data from the 2004 Status of Forces Survey of Active-Duty members 

(Defense Manpower Data Center, 2004).   
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CHAPTER 2 

LITERATURE REVIEW 

Preface 
 
 The fundamental concepts involved in the development of a modified turnover and 

OPTEMPO model are elaborated on in the following literature review.  First, models and 

research in the area of turnover will be introduced in chronological order, followed by a 

discussion of the concept of OPTEMPO.  In addition, the moderating variables of organizational 

commitment and job satisfaction will be discussed.  Finally, the predicted effects of OPTEMPO 

on turnover intention will be presented, and the chapter will conclude with the study hypotheses 

to be evaluated.   

Turnover 
 

Employee turnover has been a subject of immense interest to employers and 

organizational scholars.  Studies on turnover began to emerge in the early 1900s with the studies 

of Bernays (1910) and Crabb (1912), and have continued into the present with over 1,000 studies 

being performed (Mowday, Porter, & Steers, 1982).  Managers and scholars have been interested 

in employee turnover due to the incredible costs incurred when an employee leaves an 

organization (Hom & Griffeth, 1995).  Many of the studies have focused on modern conceptual 

developments, describing and evaluating various theoretical frameworks for understanding 

turnover (Hom & Griffeth, 1995).   

Griffeth, Hom, and Gaertner (2000) identified six proximal precursors in the withdrawal 

process as the best predictors of turnover.  These predictors included job satisfaction, 

organizational commitment, job search, comparison of alternatives, withdrawal cognitions, and 

quit intentions.  Further, researchers have empirically demonstrated that individuals tend to 
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consider departing an organization before leaving (e.g., Bluedorn, 1982; Mobley, 1977; Steers & 

Mowday, 1981).  Research has also supported the prediction that job satisfaction, organizational 

commitment, and job search activity precede intent to turnover (e.g., Bluedorn, 1982; Mobley, 

1977).  Despite the significant attention given to such variables in management literature, results 

from a meta-analytic review of turnover antecedents, as reported by Griffeth, Hom, and Gaertner 

(2000), indicated only 4 to 5% of the variance regarding antecedents of employee turnover was 

accounted for by attitudinal variables; thus, additional research is warranted. 

 Numerous definitions of turnover have been proposed, but a vast majority of the 

definitions focus on movement from an organization.  Price (1977) defined turnover as 

movement across membership boundaries of a social system.  Mobley (1982) refined the 

definition of turnover to focus on employees of an organization and defined turnover as a 

voluntary cessation of membership in an organization.   

 Early research on turnover did not focus on whether or not the reason for termination was 

voluntary or involuntary.  Price (1977) felt that in order to accurately measure turnover, studies 

needed to differentiate between voluntary and involuntary terminations.  Price (1977) defined 

voluntary turnover as movement across the membership boundaries of a social system initiated 

by the individual.  Hom and Griffeth (2001) simplified the definition even more by saying that 

voluntary turnover meant employees chose freely to leave the job.  Hom and Griffeth (2001) also 

defined involuntary turnover as employer-initiated job separations over which leavers have little 

or no personal say.  For the purpose of this study turnover will be defined as an individual who 

voluntarily chooses to resign their position in the Armed Forces. 

 Voluntary turnover can be considered in two categories, functional and dysfunctional.  

Functional turnover represents the loss of employees that are considered substandard, and is 
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considered a benefit to the organization because the employee will most likely be replaced by a 

better worker (Hom & Griffeth, 1995).  In contrast, dysfunctional turnover represents the loss of 

effective performers (Hom & Griffeth, 2001).   When dysfunctional turnover exists, the 

employee is apt to be replaced by an employee that is of lower caliber (Hom & Griffeth, 1995).   

 The first formal theory on turnover was proposed by March and Simon (1958).  March 

and Simon (1958) conducted an explicit, formal, and systematic analysis of the process of 

turnover (Hom & Griffeth, 1995).  In their book, Organizations, March and Simon proposed the 

Barnard-Simon theory of organizational equilibrium.  The theory focused on motivation of 

employees, and how motivations can induce members to continue participation in the 

organization (March & Simon, 1958).  The theory suggested that each member will participate as 

long as the inducements, such as pay, match or exceed the employee’s contributions.  The focus 

of the employee and the organization is to reach a state of equilibrium between inducements and 

contributions (Hom & Griffeth, 1995).  If the employee feels that their contributions are being 

matched by the inducements then there is no desire to leave the organization.   

 March and Simon (1958) hypothesized the inducements-contributions balance is a 

function of two major components: the perceived desirability of leaving the organization and the 

perceived ease of movement from the organization.  The primary factor affecting perceived 

desirability of movement is employee satisfaction with the job.  The greater the employee’s job 

satisfaction, the less likely there will be a perceived desirability to leave the organization (March 

& Simon, 1958).  The organizational equilibrium theory suggests there are three sources of job 

satisfaction: “(a) conformity of job characteristics to self-image; (b) increased predictability of 

instrumental relationships on the job, and (c) the greater the compatibility of work requirements 

with the requirements of other roles” (March & Simon, 1958, p. 114).  
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 Perceived ease of movement from the organization is influenced by the state of the 

economy.  If the economy is good and job alternatives are plentiful, then turnover is high.  With 

this thought in mind, March and Simon (1958) proposed that the greater the number of perceived 

extraorganizational alternatives the greater the perceived ease of movement will be.   

Extraorganizational alternatives are also increased based on the personal attributes of the 

individual, the company’s prestige, the size of the organization, and the number of outside 

associations or organizations to which the individual belongs.  For an illustration of March and 

Simon’s (1958) combined model of motivation, refer to Appendix A, Figure A1. 

------------------------------------ 
Insert Figure A1 about here 

----------------------------------- 
 

 March and Simon’s work on turnover has inspired numerous theorists to refine their 

models of turnover.  Their work shaped much of the prevailing thinking about the concept of 

turnover (Hom & Griffeth ,1995), and the inducements-contributions model represented a 

significant advance in the field (Mowday, Porter, & Steers, 1982).  Many years elapsed before 

another theory on turnover emerged (Hom & Griffeth, 1995). 

 Several years after March and Simon’s turnover model was introduced, Vroom (1964) 

performed a partial review of the turnover literature.  His modest review of the literature found a 

consistent relationship between job dissatisfaction and turnover (Mowday, Porter, & Steers, 

1982).  Vroom (1964) suggested that the probability of an individual leaving was a function of 

the difference in strength between two opposing forces.  The opposing forces in Vroom’s model 

were the forces to remain at the organization and those forces to leave.  The forces to remain at 

the organization were determined by the level of job satisfaction the individual had.  The force to 

leave was influenced by the outcomes the individual cannot obtain without leaving the 
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organization and the expectancy that the outcomes can be achieved somewhere else (Mowday, 

Porter, & Steers, 1982).  The model did not receive much recognition because it was based on a 

small sample size of seven studies. 

 A new turnover theory emerged in 1973 when Porter and Steers felt met expectations 

were the central determinant of decisions about turnover (Hom & Griffeth, 1995).  Employees 

receive many benefits from an organization; despite the benefits obtained individuals have a 

distinct set of expectations.  If an organization does not meet the expectations of the individual, 

job satisfaction will decrease and the probability of turnover will increase.  Porter and Steers 

(1973) viewed this as a process of balancing perceived or potential rewards with desired 

expectations.  Thus, Porter and Steers (1973) proposed a causal sequence where unmet 

expectations lead to job dissatisfaction which lead to turnover (Hom & Griffeth, 1995).  

 Porter and Steers (1973) also proposed four general categories in the organization which 

were believed to affect withdrawal.  Evidence suggested that important influences on turnover 

could be found organization wide (e.g. pay and promotion policies), in the immediate work 

group (e.g. size, supervision, and coworker relations), in content of the job (e.g. job 

requirements), and in personal information (e.g. age and tenure).  Despite the great strides made 

in the field of turnover, Porter and Steers (1973) felt that fairly obvious voids existed.  They felt 

that more emphasis needed to be placed on the psychology of the withdrawal process, and more 

information was needed on how the actual decision to turnover was made (Porter & Steers, 

1973). 

 The year 1977 was an exceptional year for research on turnover.  Three highly influential 

works were published in the year 1977, to include:  (a) Price (1977); (b) Forrest, Cummings, and 

Johnson (1977); (c) and Mobley (1977) (Mowday, Porter, & Steers 1982).  The first major work 
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to be explored is the work of Price (1977).  Price (1977) completed a comprehensive review of 

turnover literature in which he evaluated the various ways turnover was defined and measured.  

After his extensive review, Price (1977) defined turnover as the degree of individual movement 

across the membership boundary of a social system.  In addition, he used his findings to develop 

a model which incorporated the variables shown to be important in his review (Mowday, Porter, 

& Steers, 1982).  The central variable of his model was job satisfaction, which was influenced by 

pay, integration, instrumental communication, formal communication, and centralization.  Also, 

the availability of job alternatives is believed to moderate the relationship between satisfaction 

and turnover (Hom & Griffeth, 1995).  Refer to Appendix A, Figure A2 for an illustration of 

Price’s causal model of turnover. 

------------------------------------ 
Insert Figure A2 about here 

----------------------------------- 
 

 In addition to his proposed turnover model, Price (1977) was credited with numerous 

landmark contributions to the field of turnover.  He identified a comprehensive set of 

determinants of turnover, unlike the more speculative theorists before him (Hom & Griffeth, 

1995).  Price (1977) also considered the impacts of turnover on the organization.  He concluded 

that turnover had impact on seven organizational variables, to include: effectiveness; 

administrative staff; formalization; integration; satisfaction; innovation; and centralization.  The 

new concept of turnover impact provided examples of turnover facilitating effectiveness (e.g. 

increased innovation) and examples of turnover facilitating ineffectiveness (e.g. lower 

satisfaction, increased innovation) (Mowday, Porter, & Steers, 1982).  

 Forrest et al. (1977) also completed a review of the turnover literature and recognized 

that most of the existing literature used job satisfaction and met expectations to predict future 
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behavior by employees (Forrest et al. 1977).  He proposed an alternative model that focused on 

predicting an individual’s behavior based on the individual’s anticipated affective responses to 

future events.  Forrest et al. (1977) hypothesized that individuals will choose the path with the 

most positive anticipated satisfactions (Forrest et al., 1977).       

 Focusing on the suggestion from Porter and Steers (1973), Mobley (1977) evaluated the 

psychology of the withdrawal process.  Unlike his predecessors, Mobley (1977) suggested 

several of the possible intermediate steps in the turnover process.  His research provided 

evidence that most turnover studies dealt with the direct relationship between job satisfaction and 

turnover.  The model created by Mobley (1977) suggested a number of possible mediating steps 

between dissatisfaction and actual turnover.  The model proposed that job dissatisfaction 

stimulates the thoughts of quitting, which inspires the individual to evaluate the chances of 

finding comparable work and the individual turnover costs.  If the turnover costs are not too 

excessive, the individual will have intent to search for another job which will lead to active 

searching.  After alternative work has been identified, the individual will compare it with their 

current job.  When the job alternatives are found to be more attractive, the individual will be 

motivated to quit (Hom & Griffeth, 1995). 

 Mobley (1977) introduced the concept that behavioral intention to leave is the primary 

reason for turnover, even more important than the concept of job satisfaction (Mowday, Porter, 

& Steers, 1982), because of these unique claims, Mobley (1977) is said to dominate all work on 

psychological approaches to turnover (Hom & Griffeth, 1995).  Significant research has been 

conducted on the model proposed by Mobley (1977).  The amount of mixed findings about his 

research has inspired a development of a number of alternative models (Hom & Griffeth, 1995).  
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The model developed by Mobley (1977) illustrating the intermediate linkage involved in 

turnover is provided in Appendix A, Figure A3. 

------------------------------------ 
Insert Figure A3 about here 

----------------------------------- 
 

 After the initial model proposed by Mobley (1977), he conducted a review of the 

literature and concluded evidence was present that supported the existence of several variables in 

determining turnover (Mowday, Porter, & Steers, 1982). The variables identified by Mobley, 

Griffeth, Hand, and Megilo (1979) included age, tenure, overall satisfaction, job content, 

intention to stay, and organizational commitment.  This review provided the basis for a heuristic 

model demonstrating many indirect and direct influences on turnover (Hom & Griffeth, 1995).  

Similar to the earlier model, the researchers proposed quit intentions as the main precursor to 

turnover.  Further research by the team provided information in support of job satisfaction, 

expected utility of the present work role, and expected utility of alternative work roles as a 

function of turnover.  The model was unique because it proposed that the individual’s 

expectations played an important role in the turnover decision process (Mowday, Porter, & 

Steers, 1982).  

 At this point, the literature on turnover had increased to such a level it was important to 

conduct a meta-analysis of the existing literature.  Muchinsky and Tuttle (1979) reviewed over 

150 studies from the preceding 50 years.  Each of the studies was grouped into categories based 

on common predictor variables.  The five general categories used were; attitudinal factors, 

biographical factors, work-related factors, personal factors, and test-score factors (Mowday, 

Porter, & Steers, 1982).   Muchinsky and Tuttle’s (1979) research into the studies found strong 
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support for the importance of realistic job previews and of met expectations in the reduction of 

turnover.   

 The review preformed by Muchinsky and Tuttle (1979) led to the creation of a model by 

Muchinsky and Morrow (1980), the model focused on economic determinants, such as 

employment rates and opportunity to obtain work, as immediate precursors of turnover.  The 

researchers felt that an individual would not leave his job unless there were alternative job 

opportunities.  When alternatives are not present, employees that are dissatisfied are more likely 

to stay in their current situation.    

 Steers and Mowday (1981) advanced the research on turnover by proposing a model that 

integrated earlier theories.  The main premise of the model was based on an individual’s value 

system influencing their expectations about various aspects of the job (Hom & Griffeth, 1995).  

In addition to values, personal characteristics such as age, tenure, and family responsibilities also 

influence the expectations of employees.   The founders of the model proposed that turnover 

follows a sequence of three main variables.  The three main variables identified in the model are, 

“job expectations, conceptualized as met expectations, and values influence an individual’s 

affective response to a job; affective responses affect desire and intention to stay or leave; and an 

intention to leave an organization leads to actual leaving,” (Lee & Mowday, 1987, p. 722).  The 

main affective responses to job and organization include job satisfaction, job involvement, and 

organizational commitment (Lee & Mowday, 1987).  It was also concluded that the more closely 

pre-job expectations met up with actual work experience, the greater the satisfaction and desire 

to stay in the organization (Hom & Griffeth, 1995).  Similar to March and Simon (1958), Steers 

and Mowday (1981) felt intentions to quit were influenced by available job alternatives.  Refer to 

Appendix A, Figure A4 for an illustration of Steers and Mowday’s (1981) model of turnover. 
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------------------------------------ 
Insert Figure A4 about here 

----------------------------------- 
 

 Bluedorn (1982) attempted to develop a more complete understanding of the turnover 

process by synthesizing three existing turnover models.  The turnover models synthesized were 

established by Price (1977), the organizational commitment model, and the model developed by 

Mobley (1977).. The integrated model introduced variables which had been suggested in the 

previous models or in the empirical testing performed on the models.  Bluedorn (1982) 

postulated that as job satisfaction decreased, organizational commitment decreased.  Decreased 

organizational commitment would then increase the amount of job search in which an individual 

might participate.  The increase in job search also meant an increase in intent to leave, which led 

to actual turnover.  The job satisfaction variable was part of the original Price (1977) model.  The 

work of Marsh and Mannari (1977) is credited with the position of organizational commitment, 

and Mobley’s (1977) model suggested the position of job search and intent to leave (Bluedorn, 

1982).  The model was formulated in the integrative mode, and it includes individual, 

organizational, and environmental variables.  Appendix A, Figure A5 contains an illustration of 

Bluedorn’s (1982) unified model of turnover. 

------------------------------------ 
Insert Figure A5 about here 

----------------------------------- 
 

 Over time, the study of turnover has received considerable attention from researchers 

(Hom & Griffeth, 1995).  The research has focused on the voluntary aspect of termination 

because researchers desire to know what motivates employees to withdraw from a workplace.  

Regardless of all the researches done on turnover, researchers have not been able to isolate one 
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construct solely responsible for turnover.  In order to fully understand the concept of turnover, it 

is important to continue to study other possible reasons for voluntary termination. 

 Turnover in the military setting has been evaluated in much the same way as the civilian 

sector.  Military turnover studies have primarily focused on the systematic evaluations which are 

determined by the individual’s perceptions about the job (Holt et al., 2007).  Although the 

research has been centered on the same areas, the military is faced with some unique differences.  

For example, military members do not have as much autonomy in career decisions as their 

civilian counterparts.  Civilians are able to leave their profession generally at any time, while a 

military member is required to fulfill their commitment before they are allowed to terminate their 

service in the military (Holt et al., 2007).   

Operations Tempo  
  
 Recent developments in the world have caused the U.S. military to be deployed in a 

magnitude and duration never seen before.  Not only has the military been involved in typical 

military operations, but it has also been involved in an increasing amount of peacekeeping and 

small-scale contingencies such as in Haiti in 1994 and Somalia in 1993 (Hosek, Kavanaugh, & 

Miller, 2006).  With the increase in military operations the amount of time away from primary 

duty stations has dramatically increased.  Military members are often away from their homes to 

attend military schools, train for war, conduct humanitarian aid, carry out peacekeeping 

missions, and take part in combat operations (Castro & Adler, 2005).  Some members of the 

armed forces are experiencing their second and third tour in Iraq, and it is not uncommon for 

troops to be home for six months before they are deployed again (Hosek, Kavanaugh, & Miller, 

2006).  Currently members of the armed forces can be deployed from four to twelve months 

depending on the branch of service they serve in.  In addition to deployments, military members 
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often work in excess of 50 to 55 hours a week (Castro & Adler, 2005).  For example, in a report 

provided to the President and Congress, the Army reported that of the approximately 640,000 

soldiers serving on active duty, 315,000 are deployed or forward stationed in more than 120 

countries to support operations in Iraq, Afghanistan and other theaters (Rumsfeld, 2005).  More 

recent information reported in the Quadrennial Defense Review Report stated that on any given 

day nearly 350,000 members of the Armed Forces are deployed in approximately 130 countries 

(Quadrennial Defense Review Report, 2006).  With the increase in deployments and work hours, 

it is important to determine if the strain placed on the troops is increasing turnover.   

 OPTEMPO is a relatively new construct that has not been evaluated extensively in 

regards to its influence on turnover.  One of the reasons OPTEMPO has received attention 

recently is due to the common use of OPTEMO as an explanation for why military members are 

leaving the military (Huffman, Adler, Dolan, & Castro, 2005).  OPTEMPO has been defined in 

many different ways, but for the purpose of this study, the research will be based on the 

OPTEMPO definition provided by Huffman, Adler, Dolan, and Castro (2005).  The authors of 

the study felt OPTEMPO was a multifaceted construct that needed to reflect a military member’s 

duties in garrison, training, and deployed environments (Castro & Adler, 2005).  Huffman, et al. 

(2005) defined OPTEMPO as the rate of military operations as measured by deployments, 

training exercises, Temporary Duty (TDY) assignments, and work hours.  To understand the 

effects of OPTEMPO on the armed forces, recent studies will be evaluated in this literature 

review.   

 Great concern has been expressed by numerous observers about the increased pace of 

overseas operations encountered by the U.S. Armed Forces (Sortor & Polich, 2001).  Increased 

operations can have an effect on near-term readiness and morale, but also longer-term force 
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capability and the military’s continued ability to recruit and retain high quality personnel (Sortor 

& Polich, 2001).  A large percentage of personnel who have deployed to Iraq and Afghanistan, 

have faced hostile fire and have seen colleagues injured or killed; many military planners feel 

that these circumstances have had an effect on the military member’s intentions to stay in the 

military (Hosek, Kavanagh, & Miller, 2006).  In addition to the increased deployments, the 

military members that remain on station have been required to work longer hours, attend more 

training exercises, and go on more TDYs.  

To better understand these effects, the RAND Arroyo Center conducted several empirical 

analyses to better understand OPTEMPO issues and concerns.  The goal of their research was to 

create an empirically grounded description of tempo and its possible effects on military members 

(Sortor & Polich, 2001).  Sortor & Polich (2001) felt that deployments were but one source of 

the demand on units and their soldiers.  To gain a full appreciation of OPTEMPO, it is essential 

to evaluate regular unit training cycles, joint or combined readiness exercises, support for other 

national goals, and local installation support activities.  Similar to the studies mentioned before, 

Sortor & Polich (2001) felt that OPTEMPO has taken on different meanings over the course of 

only a few years.  Regardless of the disagreement about the definition of OPTEMPO, Sortor & 

Polich (2001) stated that OPTEMPO is too high and the pace of activities limits the armed forces 

and their capability to maintain readiness for immediate deployment to a distant combat theater.  

 In 1997 the Army began collecting data describing the amount of tempo their units were 

experiencing.  Units were required to submit a monthly report that listed the number of days of 

overnight training on post or local training off post, overnight training off post or at a Combat 

Training Center, overnight training in support of joint training exercise, and all deployments 

(Sortor & Polich, 2001).  Sortor and Polich evaluated the monthly Army deployment tempo 
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(DEPTEMPO) reports from December 1997 through October 2000 (N = 1,400 units) to see what 

kind of effect the DEPTEMPO had on the units and their members.  Sortor and Polich’s (2001) 

research indicated that Army deployments have increased dramatically.  The average time 

deployed rose 30% between 1997 and 2000 (Sortor & Polich, 2001).  Even though the 

deployments increased in the time period, the ultimate effects on morale and turnover were 

inconclusive and ambiguous.  Sortor and Polich’s (2001) data indicated that deployments could 

exert negative and positive effects on retention depending on the circumstances and number of 

deployments experienced by the individual.  The results also demonstrated that a static measure 

of tempo and deployments does not entirely explain the effects of OPTEMPO.  To be able to 

understand the effects of tempo other factors such as less than 100% unit manning at home 

station need to be factored into the OPTEMPO study.  When these units face shortages of 

personnel at the home station, the effects of OPTEMPO increases (Sortor & Polich, 2001).   

 The Rand National Defense Research Institute also conducted research on the effect of 

deployments on reenlistment in 2002 with a study administered by Hosek and Totten (2002).  

The study focused on active-duty enlisted members who were eligible for reenlistment.  To 

measure OPTEMPO Hosek and Totten (2002) counted the number of hostile and nonhostile 

deployments the enlisted member took part in during a three-year window prior to their 

reenlistment decision.  The goal of the study was to see the effect the number of deployments 

and length of the deployment had on the enlisted member’s reenlistment decision.  The data for 

the study contained longitudinal data for all enlisted active-duty personnel facing a reenlistment 

decision by month from January 1993 through September 1999 (Hosek & Totten, 2002).  It was 

suggested that a relationship exists between deployments and reenlistment because military 

members learn about their preferences for deployments through the act of deploying and 



 
 

 

 17

experiencing increased OPTEMPO (Hosek & Totten, 2002).  Once a military member 

experiences a deployment, they then develop expectations about deployments and the frequency 

of the deployments.  The researchers found that reenlistment was higher among members who 

deployed as opposed to members who did not deploy as frequently (Hosek & Totten, 2002).  The 

research also indicated the results did not change when the deployment was in a hostile or non-

hostile environment (Hosek & Totten, 2002).   

 Hosek and Totten (2002) provided support for the argument that states as OPTEMPO 

increases, the desire to remain in the military increases.  Reasons for these results may come 

from the measures used to determine OPTEMPO.  Work hours, training exercises, and TDYs 

were not used to define the OPTEMPO of the military personnel.  The only item used to measure 

the OPTEMPO of the military members was the amount of days spent in a deployed 

environment.  This study provided more evidence for the need to have a common and an all 

encompassing definition of OPTEMPO. 

 Hosek and Totten (1998) also conducted a study that looked at the effect of OPTEMPO 

on turnover for multiple services.  The study was completed by the Rand Corporation and 

focused on the effect of long separation and hostile duty on the reenlistment of enlisted personnel 

(Hosek & Totten, 1998).  The study measured Personnel Tempo (PERSTEMPO) by evaluating 

Defense Manpower Data Center (DMDC) military pay records.  The records were evaluated for 

personnel that received Family Separation Allowance, paid to personnel with dependents when 

the personnel are separated from their dependents for 30 consecutive days or longer, and to 

personnel receiving Hostile Fire Pay, paid to personnel subject to hostile fire or explosion or on 

duty in areas deemed hostile (Hosek & Totten, 1998).  The information was collected for a 24-

month period and then compared to the reenlistment intentions of the personnel.  The results of 
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the study showed that long or hostile duty both increases and decreases reenlistment.  For 

individuals with no hostile duty they are likely to reenlist to gain this experience, while those 

who do have excessive experience with long or hostile duty deployments tend to experience a 

reduction in reenlistment (Hosek & Totten, 1998).  Overall, the study indicated a link between 

reenlistment and deployments (Huffman et al., 2005).  Hosek and Totten (1998) noted limitations 

to the study such as in some instances long and hostile duty actually increased reenlistment, but 

over a long period of time too many of these types of deployments could be detrimental to 

reenlistment figures (Hosek & Totten, 1998).  The study had additional limitations because it 

only evaluated enlisted members and measured OPTEMPO with the single measure of pay 

entitlements.  Although the study had limitations it was one of the first to highlight the 

curvilinear relationship between deployments and turnover intentions.  Soldiers without 

deployment experience were leaving the force because of a lack of OPTEMPO and soldiers with 

numerous deployments were also leaving the force because of high OPTEMPO.     

 The Rand Corporation continued their research on the effect of deployments on service 

members in 2006 with a study conducted by Hosek, Kavanagh, and Miller (2006).  The purpose 

of the research was to gain insight into the effect of the current deployment pace on active duty 

personnel (Hosek, Kavanagh, & Miller, 2006).  The researchers attempted to determine a 

definitive answer about the effect deployments had on a service member’s willingness to stay in 

the military.  The researchers used focus groups and the March 2003 and the July 2003 Status of 

Forces Survey of Active Duty Personnel to determine the effect of deployments on military 

members.  The results were inconclusive and demonstrated that deployments have different and 

conflicting effects on the service member (Hosek, Kavanagh, & Miller, 2006).  The study was 

unique because the data suggested deployments can affect the same individual in multiple ways 
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(Hosek, Kavanagh, & Miller, 2006).  In this study, OPTEMPO was defined as the number of 

times a military member deployed, and instead of including work hours in the OPTEMPO 

definition it was looked at separately.  Looking at the two variables separately does not give the 

study a true reflection of all the effects of OPTEMPO.  In order to provide a true reflection of 

OPTEMPO Hosek, Kavanagh, and Miller (2006) should have combined the number of days 

spent deployed, the number of days on training exercises, and the number of days where the 

member worked longer than a normal duty day. 

 The U.S. Army has also displayed great interest in the effect and perception of 

OPTEMPO on their service members’ job and career attitudes.  To gain greater insight on the 

subject, the Army issued a survey to all exiting members called the Army Career Transition 

Survey (ACTS).  Specifically the instrument measured the service members’ satisfaction with 

various aspects of Army life and how it affected their decision to leave the military (Huffman et 

al., 2005).  The results of the ACTS were studied by Giacalone (2000) to develop standardized 

administration techniques and revise the instrument to increase reliability.  This study helped 

broaden the information available on OPTEMPO, but it was not measured directly in the study, 

and inferences were made based on items that asked about family separation (Huffman et al., 

2005).  The reason with the highest rating (30.2%) for separation from the military was, “amount 

of time separated from family” (Giacalone, 2000).  Another item ranked high (22.4%) as a 

reason for leaving the service was “amount of time for family and friends” (Giacalone, 2000).  It 

can be implied from these numbers that the perception of high OPTEMPO was associated with a 

service member’s intentions to leave the military (Huffman et al., 2005).  The use of these 

indirect measures of OPTEMPO cannot be considered conclusive evidence in favor of the idea 
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that high OPTEMPO is a cause of turnover.  In order to make those claims, more OPTEMPO 

variables need to be addressed and measured directly.    

 Another study that illustrates the possible relationship between OPTEMPO and turnover 

is a study performed by Huffman, Adler, Dolan, Thomas, and Castro (2001).  The authors 

evaluated workload and retention findings based on data from the U.S. Army, Europe & Seventh 

Army and U.S. Army Medical Research Unit-Europe OPTEMPO/PERSTEMPO study (Huffman 

et al., 2001).  The data was collected from May 1999 to December 2000 from active duty Army 

personnel stationed in Germany.  The instruments used in the study included a survey that 

measured work hours, work hours on days off, days worked per week, days on temporary duty 

assignment, deployment history, days on training exercises, and a question about career decision 

intentions (Huffman et al., 2001).  The second instrument used in the study was an interview that 

asked personnel what issues influenced their intentions to leave or remain in the military.  One 

question dealt explicitly with OPTEMPO by asking, “How much is the pace of operations or 

workload a factory in your decision?” (Huffman et al., 2001).  The study discovered that rank 

and unit type (i.e. combat, or non-combat) were predictive of career intentions (Huffman et al., 

2001).   

In addition to the findings on rank and unit type, the researchers reported OPTEMPO was 

a reason to leave the Army, and of all the OPTEMPO related factors, “work hours” was the most 

common reason to leave the Army (Huffman et al., 2001).  Although this study demonstrated 

OPTEMPO was a factor in career intentions, it was not the highest reported reason for leaving.  

For personnel intending to leave the military, the largest majority (84.5%) reported “pursue other 

interests” as the reason for leaving the Army (Huffman et al., 2001).  Due to these results, it is 
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difficult to determine whether or not OPTEMPO is the main reason members of the military are 

leaving the armed forces. 

With the findings of Huffman et al. (2001) reporting unit type was predictive of turnover 

intentions, further research in that area of study must be reviewed.  Reed and Segal (2000) also 

studied OPTEMPO and focused on the impact of increased OPTEMPO on a soldiers’ attitude 

toward an increase in nontraditional or peacekeeping operations (Reed & Segal, 2000).  The 

research focused on data gathered from the 10th Mountain Division at Fort Drum, NY.  The 

survey was administered approximately two months after personnel returned from a 

peacekeeping operation in Haiti (Reed & Segal, 2000).  The 552 soldiers that participated in the 

study completed a survey and dozens of soldiers participated in group interviews.  The survey 

focused on attitudes towards nontraditional or peacekeeping operations, with one item measuring 

career intentions.  The results of the study did not demonstrate a significant relationship between 

intentions to reenlist and the number of deployments.  Even when the researchers controlled for 

rank and branch the correlations between number of deployments and career intentions were not 

affected (Reed & Segal, 2000).  The findings of this study used the number of deployments 

experienced by the personnel as the measure of OPTEMPO (Huffman, Adler, Dolan, & Castro, 

2005).  The inconsistent measure of OPTEMPO may have led to the results that conflict with 

other studies on OPTEMPO. 

In his study of job satisfaction and retention of 1,669 U.S. Navy and U.S. Marine Corps 

aviators, Sullivan (1998) suggested high OPTEMPO increases turnover. The survey had two 

separate measures related to OPTEMPO which asked the aviators about the amount of time they 

spent away from home (Sullivan, 1998).  The amount of time spent away from home for the 

aviator was used as the measure of OPTEMPO.  In addition to the measures of OPTEMPO, the 
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survey also addressed the amount of hours worked both at home station and in garrison.  Over 

80% of the aviators surveyed were dissatisfied with their work hours, which led to the 

assumption that work hours would have an adverse affect on turnover intentions (Sullivan, 

1998). Generally officers who spent more time at work were more dissatisfied and were more 

likely to report intentions to quit than pilots who did not report long work hours (Huffman et al., 

2005).  In addition to the increase in work hours being a reason for intentions to quit, the pilots 

also reported that time away from family was a significant reason for intending to leave military 

service (Sullivan, 1998).  Overall, the OPTEMPO measures recorded in the study were linked 

with an increase in turnover (Huffman et al, 2005).  One concern with the study is the 

information reported that there were multiple reasons for leaving the organization.  OPTEMPO 

can be linked with intentions to leave, but other reasons to leave that were recorded included 

“lack of resources” and “inadequate flight time” (Sullivan, 1998).  

 With all of the conflicting information about the effect of OPTEMPO on turnover, 

Huffman et al. (2005) attempted to establish a consistent definition of OPTEMPO and determine 

its effect on turnover.  The study used the combined measures of deployments, training 

exercises, TDY assignments, and work hours as the definition of OPTEMPO (Huffman et al, 

2005).  They felt a method of understanding OPTEMPO’s effect on turnover was to use a 

consistent definition throughout all additional studies.  The common definition would help future 

researchers address possible explanations for the inconsistent data being reported in the area of 

OPTEMPO.  The data used by the research team was collected from the U.S. Army Europe from 

May 1999 to January 2001 (Huffman et al, 2005).  Three instruments were used to assess 

OPTEMPO and career intentions; an OPTEMPO survey (N = 288), a career decision survey (N 

= 288), and an OPTEMPO interview (N= 177) (Huffman et al, 2005).  The study provided 
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evidence that role overload related to work hours was tightly linked with turnover, and that the 

relation between OPTEMPO and turnover is curvilinear (Huffman, Adler, Dolan, & Castro, 

2005).  Basically, a soldier who does not have high OPTEMPO is likely to turnover, while a 

soldier with too much OPTEMPO is also likely to leave the organization.  Analysis of the study 

would suggest that it is important to find the ideal amount of OPTEMPO in order to avoid 

unwanted employee turnover.  

 The civilian work force is also affected by OPTEMPO, although the variable is often 

looked at mainly as the amount of hours worked.  In the decades leading up to the new 

millennium, the amount of hours worked by professionals has continued to increase from year to 

year (Peiperl & Jones, 2001).  Despite the increase in technology and better business practices, 

the amount of hours worked has not decreased.  If the trend continues, excessive working may 

become a common characteristic of jobs in the new millennium (Peiperl & Jones, 2001).  In the 

medical, investment banking, consulting, and law fields it has become the norm to work well 

beyond what people outside of those fields would consider normal (Peiperl & Jones, 2001).  In 

addition to industry differences, there are also cultural differences in the perception of 

overworking.  For example, the average American worker puts in about 1,960 hours per year 

while the average French or German worker works about 1,500 hours, and Japanese workers 

average 2,150 hours per year (Peiperl & Jones, 2001).     

 Research in the field of overworking started in the early 1970s when research on 

workaholics was introduced by Oates (1970).  There was a boom of interest in the field in the 

1980s, but only in the popular press and clinical literature, and most of the academic interest in 

the field did not start until the early 90s (Peiperl & Jones, 2001).  Research in the field has 

focused on the effects of overworking on the worker.  Some of the effects linked to overwork are 
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possible burnout, decline in individual performance, increases in health and accident related 

expenses, and higher turnover rates (Porter, 1996).  One of the discoveries in the field has 

focused on equity theory and overworking (Peiperl & Jones, 2001).  If an employee feels their 

extra work is benefiting themselves and the company, they feel like their extra work is valuable.  

In contrast, an employee that feels their extra time at the office is not benefiting everyone, it can 

lead to low job satisfaction which can lead to other consequences, including turnover.  

 Most studies analyzed the OPTEMPO and turnover relationship as a simple linear 

association (Huffman et al., 2005).  Recent research has shown the relationship is more complex 

and should be evaluated as a curvilinear relationship.  A curvilinear relationship would suggest 

there is an optimal level of OPTEMPO which maintains unit readiness and maximizes an 

individual’s intention to remain in the military (Huffman et al., 2005).  A curvilinear relationship 

also suggests turnover intentions will increase when OPTEMPO levels are either very low or 

very high. 

H1: The relation between OPTEMPO and turnover intentions is curvilinear.  At 
moderate levels, OPTEMPO measures will be associated with low turnover intentions.  
At both low and high levels of OPTEMPO, however, turnover intentions will be high.  
      

Organizational Commitment 
 
 Another aspect of employee and organizational linkages that has received considerable 

attention from managers and researchers is the topic of organizational commitment (Mowday, 

Porter, & Steers, 1982).  There are several reasons why organizational commitment has been 

studied so extensively, but one of the main reasons is it has proven to be a fairly reliable 

predictor of behaviors such as turnover (Mowday, Porter, & Steers, 1982).  Overall, research has 

shown that an employee’s level of commitment has an effect on commitment related phenomena 

such as turnover (Becker, & Billings, 1993).  When an employee is considered to be committed 
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to the organization, he is more likely to remain with the organization.  Organizational 

commitment is similar to OPTEMPO as there is little consensus among researchers on the 

definition of the term.  From the vast array of definitions, it is clear that no real consensus exists 

with the definition of organizational commitment (Harrison, Newman, & Roth, 2006).   

Mowday, Porter, and Steers (1982) felt that organizational commitment should be viewed 

as the relative strength of an individual’s identification and involvement with a particular 

organization.  The researchers also felt organizational commitment could be broken down into 

three separate areas, to include: “(a) a strong belief in and acceptance of organizational goals and 

values; (b) a willingness to exert considerable energy on behalf of the organization; and (c) a 

strong desire to maintain membership in the organization” (Mowday, Porter, & Steers, 1982, p. 

43). Later researchers also divided organizational commitment into three categories.  Meyer and 

Allen (1997) defined organizational commitment as a combination of the three processes of 

affective commitment, continuance commitment, and normative commitment.  Affective 

commitment is someone who possesses emotional attachment or identification with the 

organization (Gade, 2003).  Continuance commitment is an individual who feels the need to 

continue with the organization because it would be too hard to find another job or because they 

have too much invested in the organization to leave (Gade, 2003).  Normative commitment is 

seen in an employee when they feel there is an obligation to stay with the organization, and they 

consider it more than just a job (Meyer & Allen, 1997).  With the approach introduced by Meyer 

and Allen (1997), organizational commitment is viewed as a measure of various types of motives 

to remain with the organization.   

Although organizational commitment has been an area of vital concern to the military, 

there have been very few organizational commitment studies conducted on military personnel 
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(Gade, Tiggle, & Schumm, 2003).  The studies conducted in this area have been grounded in the 

idea that members’ job satisfaction and commitment are central to their decision to leave the 

military (Holt et al., 2007).  Due to the relationship between organizational commitment and 

employee retention the military has recently been interested in the connection between these two 

variables.  Generally, strongly committed employees are less likely to leave the military than 

weakly committed personnel (Allen, 2003).  Hom and Hulin (1981) supported this belief by 

successfully predicting that organizational commitment affected reenlistment intentions and 

reenlistment behavior.  Several other researchers supported the same correlation between 

organizational commitment and turnover intentions (see, for example, Kim, Price, Mueller, & 

Watson, 1996; Martin & O’Laughlin, 1984; and Teplitzky, 1991).  Similar to many constructs, 

organizational commitment is hard to define and is affected by numerous outside influences.  For 

example, prior research has established a negative relationship between tenure and age and 

organizational commitment (Wright & Bonett, 2002).  It has been noted in some cases for more 

experienced employees to withdraw commitment to the organization and go through the motions 

until retirement (Wright & Bonett, 2002).  Due to the influence between the moderating variables 

of age and tenure, it is important to take into consideration moderating variables when evaluating 

organizational commitment.    

Previous research has indicated organizational commitment has a negative relationship 

with turnover intentions.  As an individual increases in organizational commitment, their 

intentions to leave the organization decrease.  The field of OPTEMPO has not addressed the 

impact organizational commitment has on OPTEMPO, and evaluating the effect organizational 

commitment has on the OPTEMPO and turnover relationship will help further research in the 

field of OPTEMPO. 
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 H2:  Organizational commitment will moderate the curvilinear relationship between 
OPTEMPO and turnover intentions in such a way that increased organizational 
commitment will result in a decreased impact of OPTEMPO on turnover intentions. 
 

Job Satisfaction 
 
 Due to the great importance of job satisfaction to individuals and their well-being, job 

satisfaction has been studied since the 1930s (Sanchez, Bray, Vincus, & Bann, 2004).  A lack of 

job satisfaction can lead to many individual issues as well as organizational issues.  On an 

organizational level, lower job satisfaction is linked with higher turnover rates in an organization 

(Sanchez et al 2004).  There have been numerous theories and models proposed on the subject of 

job satisfaction, and the majority of studies can be categorized into two fields; content theories 

and process theories (Harpaz, 1983).  Content theories focus on individual characteristics and 

experiences that control the behaviors of employees, and process theories focus on how behavior 

is initiated, directed, maintained, and terminated (Sanchez et al., 2004).   

 Due to the differences between the employment environments of civilians and the 

military, many studies have been conducted to compare levels of job satisfaction between the 

two (Alpass, Long, Chamberlain, & MacDonald, 1997).  Generally, these studies have shown 

that job satisfaction in the military is lower than job satisfaction in the civilian sector (Sanchez et 

al, 2004).  Studies conducted by Woodruff and Conway (1990), Blair and Phillips (1983), and 

Fredland and Little (1983) reported results indicating military members reported lower levels of 

job satisfaction than civilians.  Woodruff and Conway (1990) studied the perceived quality of 

life in a group of 430 Navy sailors.  The Navy quality of life ratings were compared with ratings 

obtained from a U.S. national sample.  The Navy evaluations were higher than civilians in 

satisfaction with self and the ability to adjust to changes, but the Navy sailors rated lower on 

items measuring satisfaction with work and personal life (Woodruff & Conway, 1990).  Blair 
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and Phillips (1983) compared the military and civilian work settings by using data from the 

National Longitudinal Survey (N = 11,412) and interviews with 1,281 persons of the same age 

group who were serving in the Armed Forces (Blair & Phillips, 1983).  The study reported that 

less satisfactory quality of work life was experienced by members of the military (Blair & 

Phillips, 1983).  Blair and Phillips concluded the difference in satisfaction between the military 

and civilian work force could be attributed to the work expectations of military members not 

being met (Blair & Phillips, 1983).  Fredland and Little (1983) compared job satisfaction 

determinants among 18 to 22 year old male workers in the civilian workforce and members in 

the Armed Forces of the same ages.  The study also used the National Longitudinal Survey, but 

they confined their sample to 736 military members and 1,644 civilians (Fredland & Little, 

1983).  The study confirmed much of the previous research which stated that job satisfaction is 

lower in members of the armed forces.  Fredland and Little (1983) concluded that the difference 

in satisfaction could be reduced if the job environment and pay were similar between the military 

and civilian workforce (Fredland & Little, 1983).   

It has been suggested that job satisfaction in the military may be unique due to the unique 

stressors and compensation associated with military work (Sanchez et al., 2004).  Some of the 

unique aspects of the military that were suggested as reasons for this difference are separation 

from family, friends, and a familiar environment; dangerous and unpleasant conditions; long and 

irregular hours; low pay; and frequent rotation.  Overall, the difference in job satisfaction and the 

military can be attributed to the influence of the work environment on the individual (Alpass, 

Long, Chamberlain, & MacDonald, 1997).  Many of the suggested reasons for the lower levels 

of job satisfaction reported, are also measures of OPTEMPO.  Due to the apparent similarities 
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between measures of job satisfaction and OPTEMPO, the moderating relationship between the 

two variables will be tested.   

H3:  Job satisfaction will moderate the curvilinear relationship between OPTEMPO and 
turnover intentions in such a way that increased job satisfaction will result in a 
decreased impact of OPTEMPO on turnover intentions. 
 

 Job satisfaction is a variable that may be influenced by many factors.  One of the factors 

generally attributed to differences in job satisfaction is demographic characteristics (Sanchez et 

al., 2004).  In spite of the recognition of demographic variables as an influence on job 

satisfaction, studies may not have controlled for the effects of these variables (i.e., Brush, Moch, 

& Pooyan, 1987).  Because of the limited studies, inconclusive results have been found on 

several demographic characteristics such as, sex, income, and education (Sanchez et al., 2004).  

Although there are inconclusive results, there is ample evidence to suggest there is a positive 

relationship between age and job satisfaction (Alpass et al., 1997).   

Although evidence has shown a relationship exists between age and job satisfaction, there 

is still debate whether the relationship is curvilinear or linear.  Initial work by Herzberg (1957) 

found that job satisfaction had a curvilinear relationship with age, meaning job satisfaction was 

found to be high when individuals first started their job, but declined until people reached their 

late twenties or early thirties (Sarker, Crossman, & Chinmeteepituck, 2003).   Later research has 

provided evidence of a strong positive linear relationship between age and job satisfaction 

(Savery, 1996).        

Another variable identified as a strong predictor of job satisfaction is tenure (Alpass et 

al., 1997).  Although tenure and age are highly related they are conceptually different and affect 

job satisfaction in distinctive ways (Gibson & Klein, 1970).  Early research conducted by 

Herzberg (1957) provided evidence in favor of a curvilinear relationship between tenure and job 
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satisfaction, much like job satisfaction and age.  Later research on tenure and job satisfaction 

followed the same trend as age and job satisfaction and researchers began to find a positive linear 

relationship between the two constructs (Sarker et al., 2003).  Even later research provided 

evidence for a significant negative relationship existing between tenure and overall satisfaction 

(Sarker et al., 2003).  The underlying assumption regarding tenure and job satisfaction is that 

dissatisfied workers resign while satisfied workers remain with the organization (Sarker et al., 

2003).    

Individual Characteristics 
 
 The study of OPTEMPO and turnover must take into account key demographic variables 

in order to gain a true understanding of the subject (Huffman et al., 2005).  In both the civilian 

and military sector, the use of individual characteristics has been studied extensively and has 

been discovered to relate to the trigger of turnover (Holt et al., 2007).  In contrast, studies on 

OPTEMPO and turnover conducted on military members have not controlled for rank and unit 

type (Huffman, Adler, Dolan, & Castro, 2005).  Because junior members of the military are more 

likely to report intentions to leave the military than their senior leaders, it is important to evaluate 

the effect of rank on OPTEMPO and turnover (Huffman, Adler, Dolan, & Castro, 2005).  Also, 

the study of the effect of gender on OPTEMPO and turnover is important due to the conflicting 

results currently reported in the field.   

Gender 
 
 Extensive research on the effect of gender and turnover has had inconclusive results.  

Hom and Griffeth (1995) conducted a meta-analysis of 15 studies that observed females were no 

more likely to leave any organization than males.  Earlier research conducted by Cotton and 

Tuttle (1986) concluded there is strong confidence in their meta-analysis that women are more 
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likely to leave an organization than men.  Cotton and Tuttle (1986) did note that their research 

revealed fewer studies found gender differences than found no differences at all, and one study 

reported that males were more likely to leave than females. 

 In more recent research Stroh, Brett, and Reilly (1996) studied 488 male and 127 female 

managers who had been transferred by 20 Fortune 500 companies.  The study found during a 

two-year period, women were more likely to leave an organization than men (Stroh, Brett, & 

Reilly, 1996).  In contrast, a study of U.S. federal civil service found there were no gender 

differences in turnover (Lewis, 1992).  An even more recent study by Lyness and Judiesch 

(2001) found that men were more likely to turnover than females.   The recent studies show that 

there are still inconclusive results in the field of gender and turnover.  Some researchers feel it is 

important to understand the relationship between gender and turnover in order to combat the 

statistical discrimination theory.  The statistical discrimination theory states that employers’ 

perceptions about groups, such as the perception that women resign more than men, can lead to 

discrimination against members of the group (Lyness & Judiesch, 2001).   

The current research on OPTEMPO and turnover has not studied in depth the 

demographic of gender.  Some studies have focused on the effect of unit type on personnel 

turnover because unit types generally characterize the demographic composition of a particular 

unit (Huffman et al., 2005).  For example, many combat arms units are all male (Huffman et al., 

2005).  Kelly, Hock, Bonney, Jarvis, Smith, and Gaffney (2001) also addressed the issue of 

gender and turnover by evaluating whether deployment experiences of active-duty mothers 

caused them to leave the organization.  The differences reported can affect the overall job 

satisfaction and intent to leave the armed forces.  In order to fully understand the relationship 

gender has with OPTEMPO and turnover, it is important to study it more in depth.   
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H4:  The relationship between OPTEMPO and turnover intentions is moderated by 
gender.  Specifically, the curvilinear relationship between OPTEMPO and turnover 
intentions will decrease for males and increase for females. 
 

Rank 
 

 Evaluation of the different ranks is vital to the furthering of the OPTEMPO research due 

to studies indicating senior leaders have different feelings about work hours and other factors of 

OPTEMPO.  Junior personnel reported they were surprised at the frequency of deployments and 

felt if the current intensity continued or increased it would affect their feelings toward career 

intentions (Hosek, Kavanagh, & Miller, 2006).   In addition to being the group most surprised by 

the frequency of deployment, the junior enlisted personnel were also most likely to report their 

intent to leave the military (Huffman et al., 2001).  As military members increase in rank, they 

inevitably increase in age, and age has also been found to have a negative relationship with 

voluntary turnover (Cotton, & Tuttle, 1986).  Because of this, younger employees are believed to 

be more likely to leave the organization than older members.  

In addition to younger employees being more likely to leave an organization than older 

members, employees who have longer tenure also generally have lower turnover rates 

(Youngblood, Mobley, & Meglino, 1983).  Some of the explanation for the higher tenure 

employees having a smaller amount of turnover is attributed to a change in perceptions about the 

organization.  As employees gain experience in their jobs, their values and circumstances 

change, and as these values and circumstances change, the employees attitudes, intentions, and 

behaviors toward the organization are also expected to change (Youngblood, Mobley, & 

Meglino, 1983).   

H5:  The relationship between OPTEMPO and turnover intentions is moderated by rank.  
Specifically, the curvilinear relationship between OPTEMPO and turnover intentions will 
decrease as individuals are lower in rank. 
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CHAPTER 3 

METHOD 

 With the lack of consistent findings of OPTEMPO and turnover studies, this study will 

attempt to replicate the findings of Huffman et al. (2005) and further the research field of 

OPTEMPO and turnover.  The study used the definition of OPTEMPO developed by Huffman et 

al. (2005) which focuses on the measurement of deployments, training exercises, TDY 

assignments, and work hours.  The study also followed the advice of Huffman et al. (2005) and 

used a sample that is more representative of U.S. military personnel.  In addition to using a more 

representative population of military personnel, the data is more current and should better reflect 

attitudes of military personnel in the post-September 11, 2001 military, which has seen a 

dramatic increase in OPTEMPO.   

The data used for this study is secondary data obtained from the Defense Manpower Data 

Center (DMDC) August 2004 Status of Forces Survey, which is attached as Appendix H.  The 

Human Resources Strategic Assessment Program, located in the DMDC, conducts surveys to 

support the personnel information needs of the Under Secretary of Defense for Personnel and 

Readiness (Defense Manpower Data Center, 2004).  The August 2004 Status of Forces Surveys 

conducted by the DMDC provided data on the attitudes and opinions of the Department of 

Defense on a wide range of personnel issues (Defense Manpower Data Center, 2004).  The 

survey focused on the personnel issues of overall satisfaction, retention intention, perceived 

readiness, stress, tempo, permanent change of station moves, the Global War on Terrorism, 

details on retention, deployments, assignments, organizational commitment, satisfaction with 

aspects of military life, member’s health, compensation, and tuition assistance programs 

(Defense Manpower Data Center, 2004).  



 
 

 

 34

------------------------------------- 
Insert Appendix H about here 
------------------------------------- 

 
Procedures 
 
 Data for the August 2004 Status of Forces Survey were collected via an on-line 144-item 

questionnaire completed by randomly selected military members chosen from the DMDC 

Active-duty Master Edit File.  The survey process began on July 12, 2004, when the DMDC 

mailed out notification letters to 38,112 military members selected to participate.  The 

notification letter explained the purpose of the survey, how the survey information would be 

used, and why the participation of the member was important (Defense Manpower Data Center, 

2004).  Throughout the time the survey was available on-line the sample members were sent 

additional reminders about the survey through the mail and e-mail (Defense Manpower Data 

Center, 2004).  Data was collected from the survey’s website from July 26, 2004, to September 

2, 2004.   

Participants 
 
 The target population for the Status of Forces Survey consisted of all active-duty 

members of the Army, Navy, Marine Corps, and Air Force (Defense Manpower Data Center, 

2004).  The participants must have had at least six months of military service and been below 

flag rank (Defense Manpower Data Center, 2004).  Results of the survey were reported both for 

the entire population and a number of reporting categories.  The reporting categories used were 

Service, paygrade, location, education level, race/ethnicity, family status, gender, officer/enlisted 

by gender, and Service by paygrade (Defense Manpower Data Center, 2004).    

   In order to obtain a random sample of the population, the DMDC used a single-stage, 

non-proportional stratified random sampling procedures (Defense Manpower Data Center, 
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2004).    All members of the population were categorized into homogenous groups based on 

available demographic variables.  For example, the survey administrator grouped the military 

members by gender and rank (e.g., all female members of the Navy were grouped together).  The 

members were then chosen at random within each of the groups (Defense Manpower Data 

Center, 2004).  Smaller groups were over-sampled to ensure there would be enough responses 

from the group to perform proper statistical analysis.  These procedures were also used to ensure 

the data produced adequate sample sizes for the categories required for the survey.  The initial 

survey invitation was sent to 38,112 individuals drawn from the DMDC’s Active-Duty Master 

Edit File (Defense Manpower Data Center, 2004).  Members of the sample were eliminated from 

consideration if they were not on active-duty as of the first day the web survey was available 

(Defense Manpower Data Center, 2004).  Only 66% of the sample fit into this category and were 

eliminated from consideration (Defense Manpower Data Center, 2004).  Of the 38,112 sample 

members, 13,396 completed surveys were returned to the DMDC.  The sample for this study 

used consisted of the 2,171 Air Force members that responded to the survey. 

 Every survey is subject to potential sources of bias (Alreck & Settle, 2004).  Due to the 

methods used to administer the DMDC Status of Forces Survey, there was potential for non-

response bias and self-selection bias to occur.  For reasons either dependent upon the survey or 

independent of the survey, some military members decided not to respond to the survey.  In most 

cases, it is almost entirely impossible to avoid non-response bias completely, and researchers 

must accept a certain degree of bias to be tolerated (Alreck & Settle, 2004).  The Status of Forces 

Survey accounted for the non-response bias present in the data by sending the survey to a large 

number of individuals, and weighting the data with a non-response adjustment factor to minimize 
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the bias that arose from different response rates among the demographic subgroups (Defense 

Manpower Data Center, 2004).   

 In addition to non-response bias, the Status of Forces Survey also accounted for the 

possibility of self-selection bias.  The survey was administered using an online survey and 

frequent reminders about the survey were mailed to the selected sample, and because of the way 

the survey was administered, the respondents could easily ignore the invitation to respond.  

Alreck and Settle (2004) suggest a way to overcome the effects of self-selection bias is to reduce 

the respondent feelings that they can easily decline to participate in the survey.  The DMDC 

Survey (2004) provided information to the respondents stating the voluntary nature of the data 

collection and that no penalty would be incurred if the survey was not completed, but it also 

effectively stated the purpose of the survey and benefits to the respondent.  Despite the measures 

taken to encourage participation there was still a possibility of self-selection bias evident in the 

data collected in the survey.       

Measures 
 
 The secondary data set from the DMDC, August 2004 Status of Forces Survey, was used 

to measure four variables and the individual characteristics of the survey respondents.  The four 

variables used were OPTEMPO, career intentions, job satisfaction, and organizational 

commitment.  The individual characteristics used from the secondary data were rank, and gender.   

OPTEMPO 

 OPTEMPO is a term defined in many ways, but for the purpose of this study it was 

evaluated based on the definition of Huffman, Adler, Dolan, and Castro (2005).  OPTEMPO is 

the rate of military operations and was measured by deployments, training exercises, Temporary 

Duty (TDY) assignments, and work hours (Huffman, Adler, Dolan, & Castro, 2005).  The 
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relevance of OPTEMPO as a cause of turnover first emerged in the early 1990s when there was a 

decrease in military personnel and a dramatic increase in military operations (Huffman, Adler, 

Dolan, & Castro, 2005).  Members who took the survey reported on number of deployments, 

number of nights away from permanent duty station because of military duties in the past twelve 

months, and the number of days worked longer than a normal duty day in the past twelve 

months.  The number of nights an individual was away from their permanent duty station 

because of military duties in the past twelve months was measured in survey item number 29 (n 

= 2,150, M = 2.34, and SD = 1.12).  The number of nights an individual was away from their 

permanent duty station because of military duties in the past twelve months provided information 

on the number of days the member has been deployed, taken part in training exercises, and been 

given TDY assignments.  The final measure of OPTEMPO, work hours was measured by survey 

item 28 (n = 2,141, M = 4.28, and SD = 1.64).  The number of days an individual worked longer 

than a normal duty day in the past twelve months added to the number of nights away from the 

member’s permanent duty station because of military duties in the past twelve months to 

determine the OPTEMPO of the military member.  The use of the member’s reported 

information on their estimated work load can be a trusted reporting measure because studies have 

shown that perceived work load correlates reliably enough with archival records (Jacobs, 1998).   

The reported Coefficient Alpha for the composite OPTEMPO scale for this sample was .48 (n = 

2,141).    

Career Intentions 
 
 A military member’s decision to remain in the military will be the result of the perceived 

balance between personal cost of workload and the personal benefit of their OPTEMPO 

(Huffman, Adler, Dolan, & Castro, 2005).  Once a military member has decided that the levels of 
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OPTEMPO experienced are no longer worth remaining in the military, they may begin to have 

feelings that cause them to lean toward leaving the organization.  The data provided on career 

intentions is considered reliable because a positive relation exists between stated career 

intentions and actual behavior (i.e., 95.7% of the soldiers in the study who stated that they 

intended to stay did indeed stay, whereas only 59% of the soldiers who stated they intended to 

leave military service actually did leave) (Huffman et al., 2005). Due to the work of Mobley 

(1982) intent to stay with the organization has been the closest explanation for turnover in the 

causal chain (Price & Sang-Wook Kim, 1993). When scholars choose to study turnover they tend 

to focus on the intent to stay because its relationship with turnover is moderately strong with a 

Pearson r = .50 (Steel & Ovalle, 1984).  The career intentions of the survey respondents were 

measured in item 23 (n = 2,167, M = 3.70, and SD = 1.30).  Item 23 asked the respondents to 

comment on whether or not they would stay on active duty if they were required to make a 

decision on it.  The participants were required to answer the question on a scale with “very 

likely” as the highest possible answer, and “very unlikely” as the lowest possible answer.  

 For the purposes of this research a single-item measure was used to determine the career 

intentions of military members.  The use of single-item measures are often discouraged in 

scholarly research, but recently work on single-item measures have challenged the skeptics 

(Wanous & Hudy, 2001).  Some researchers even feel that more items in self-report measures of 

psychological constructs the better (Gardner, Cummings, Dunham, & Pierce, 1998).  Although 

there have been many critics of the use of single-item measures, the use of them has a long 

history in the field of turnover (Wanous & Hudy, 2001).  Gardner, Cummings, Dunham, and 

Pierce (1998) attacked the criticisms of single-item measures with the argument that one “good” 

item can be better than many “bad” items (Gardner et al., 1998).  A recent study by Wanous and 
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Hudy (2001) concluded  single-item measures have an estimated reliability of .82 for group level 

data and a reliability of .7 for individual level data (Wanous & Hudy, 2001).  Generalizing from 

these results it is possible to hypothesize that single item measures might be better than multiple 

measures in some cases (Gardner et al., 1998).  Studies have also shown that single-item 

measures provide a way for researchers to address methods variance concerns (Gardner et al., 

1998).   

Job Satisfaction 
 
 Military personnel who report a higher level of job satisfaction are more likely to stay or 

indicate an intention to stay in the military (Sanchez, Bray, Vincus, & Bann, 2004).  By 

understanding the effect of job satisfaction on turnover, it may be possible to take steps to ensure 

the military retains valuable service members (Sanchez, Bray, Vincus, & Bann, 2004).   Job 

satisfaction was measured in the survey using a one-item measure in question 21 (n = 2,171, M = 

3.76, and SD = .93).  The respondent was asked to determine how satisfied they were with the 

military way of life.  They answered based on a 5-point scale with “very satisfied” being the 

highest rating and “very dissatisfied” as the lowest ranking.  

Organizational Commitment 
 
 The military is striving to develop more committed service members and families so they 

are more likely to stay in the military (Gade, 2003).  As the service members commitment grows, 

they are less likely to be absent from their jobs and leave the military (Mowday, Porter, and 

Steers, 1982).  The participant’s organizational commitment to the military was measured in 

multiple ways.  Each member was asked to state how much they agreed with a list of statements 

on organizational commitment using a 5- point scale anchored by “strongly agree” (5) and the 

lowest score corresponding to an answer of “strongly disagree” (1).  An example of the 
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statements the individual was asked to remark on is, “I would not leave the military right now 

because I have a sense of obligation to the people in it” (Defense Manpower Data Center, 2004).  

The example stated previously is a question that was developed to measure normative 

commitment in individuals.  All of the statements corresponding to organizational commitment 

can be found in item 81 of the survey.  Descriptive statistics for item 81 of the survey are shown 

in Appendix B, Table B1.  The Coefficient Alpha for the organizational commitment scale for 

this sample was .89. 

------------------------------------ 
Insert Table B1 about here 

----------------------------------- 
 

Rank  
 

Rank is also a key demographic used in the study of OPTEMPO and turnover.  Studies 

have shown that junior-enlisted members are more likely to report they are intending to leave the 

service than senior noncommissioned officers and officers, and may play a role in determining 

the relationship between OPTEMPO and turnover (Huffman, Adler, Dolan, & Castro, 2005).  

Another study conducted by Price and Sang-Wook Kim (1993) supported these results, but with 

new information.  Price and Sang-Wook Kim (1993) found that the strongest intent to stay in the 

military was found in noncommissioned officers and officers below the rank of colonel.  In 

addition, they also found that the intent to stay is strongest for those who have served for eleven 

years in the Air Force, and decreases continually for those who have served for either shorter or 

longer than this period.  

The respondent was asked to identify their rank in survey item number 3.  The Status of 

Forces Survey then separated the enlisted and officer respondents by breaking them down into 

five separate subgroups.  The enlisted subgroup included all enlisted ranks from E1 to E9.  The 
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subgroup was then broken down further into the following groups; E1 - E4 and E5 – E9 (Defense 

Manpower Data Center, 2004).  The officer subgroup was divided into three groups, warrant 

officers (W1-W5) and commissioned officers (O1- O3 and O4 – O6) (Defense Manpower Data 

Center, 2004).  The archival data set originally coded the rank data as follows: “1” E1 – E4 (n = 

550), “2” E5 – E9 (n = 907), “3” W1 – W5 (n = 0), “4” O1- O3 (n = 411), and “5” O4 – O6 (n = 

341).  In order to ensure the data evaluation that occurred was done objectively the categorical 

information on rank was recoded into dummy variables.  The use of dummy variables eliminated 

the possibility of error and increased the opportunity for the evaluation to provide information on 

how each variable truly affected the proposed turnover model.       

Gender       
 
 The current research lacks information on the effect of the demographic of gender on 

OPTEMPO and turnover.  In the study conducted by Price and Sang-Wook Kim (1993) they 

found that the role of being male has a negative effect on intent to stay.  In general, men intend to 

stay in the Air Force less often than women (Price & Sang-Wook Kim, 1993).  The greater 

participation of women in the military justified the importance of researching the effect of gender 

on OPTEMPO and turnover.  The participant was asked to provide their gender of male or 

female in item number 2 (n = 2,208: Male = 1,196; Female = 1,012).  The original data set was 

coded with Male equal to “1” and Female equal to “2”, for the purpose of this study the data was 

recoded to have Male equal to “0” and Female equal to “1”.  Male and Female are considered 

nominal data and coding them “0” and “1” ensured the variables accurately captured the true 

effect gender had on the proposed model.  
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CHAPTER 4 

RESULTS 

Preface 
 
 A summary of the results of the study is provided in the following chapter.  The focus of 

the study was to determine the effects of OPTEMPO on turnover intentions, and the best method 

to determine these relationships was to use regression analysis.  Regression analysis is a way of 

predicting some kind of outcome from one or more predictor variables (Field, 2005).  The 

complexity of the model studied required the hypotheses to be evaluated using multiple 

regression to assess the variance OPTEMPO explains with regards to intent to leave.  Multiple 

regression analyses were also used to evaluate whether or not organizational commitment, job 

satisfaction, rank, and gender moderated the influence of OPTEMPO on intent to turnover.  

Descriptive Information 
 
 The descriptive and correlation analysis of the independent and dependent variables 

resulted in evidence that job satisfaction and organizational commitment are correlated to 

turnover intentions.  Job satisfaction and organizational commitment were negatively related to 

turnover intentions (r = -.57 and -.62, p < .001, respectively).  These results are consistent with 

past research and turnover models which have included organizational commitment and job 

satisfaction as states initiating the withdrawal process (Hom & Griffeth, 1995).  Contemporary 

models have accepted organizational commitment and job satisfaction, but there is still 

controversy of the exact location of the constructs in the model (Hom & Griffeth, 1995).  For the 

purpose of this study organizational commitment and job satisfaction were evaluated as 

moderators in the OPTEMPO turnover model.   
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Another independent variable with a moderately high correlation (r = .34, p <.001) was 

OPTEMPO and Rank.  These two independent variables were expected to be correlated because 

as military members increase in rank their scope of responsibility increases.  With an increase in 

responsibility comes increased time at work, which would increase the OPTEMPO of higher 

ranking military members.  In a study on OPTEMPO conducted by Huffman et al. (2001) the 

work hours per day increased from 11.1 hours per day for junior enlisted to 11.9 hours per day 

for NCOs, and 12.9 hours per day for officers (Huffman, et al. 2001).  A similar trend was 

evident with days worked per week with junior enlisted working 5.2 days per week, senior NCOs 

working 5.6 days per week, and officers working 6.0 days per week (Huffman, et al. 2001). 

 Similar support was found for negative correlation in the independent variables Gender 

and OPTEMPO.  OPTEMPO and Gender were weakly related (r = -.17, p < .001).  The small 

negative correlation between OPTEMPO and Gender is expected because the assignment of 

deployments, TDYs, and work hours in the military is not dependent on the individual’s gender.  

All OPTEMO related measures are assigned equally among the genders.  An alternate 

explanation of the negative correlation is women are not generally assigned to combat units, and 

the type of unit often determines the levels of OPTEMPO experienced (Huffman et al., 2005).   

All findings concerning correlation are illustrated in Table C1 of Appendix C.  

------------------------------------ 
Insert Table C1 about here 

----------------------------------- 
 

Test of Hypotheses 
 
 Prior to conducting regression analysis the data was evaluated to determine if 

inaccurately coded data would be an issue.  Histograms were created for each of the main 

variables and no outliers were discovered; thus, it was confirmed that the data for the study was 
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accurate.  The relationship between OPTEMPO and intent to leave was a good model to be 

evaluated using linear regression.  But, in order to draw conclusions about the Air Force 

population used in the study, several assumptions must first be met.  The basic assumptions 

required for linear regression are non-zero variance, no perfect multicollinearity, predictors are 

uncorrelated with external variables, homoscedacity, independent errors, normally distributed 

errors, independence, and linearity (Field, 2005).  All of the assumptions for linear regression 

were met, except multicollinearity.  The histogram of the standardized residuals approximately 

follows the normal curve which confirmed the assumption of normality of the error term, also the 

P-P plot of the standardized residual also indicated the normality assumption is not violated.  

Additionally, the plot of the residuals by the predicted values indicated the data was randomly 

and evenly dispersed throughout the plot, which is indicative of the assumptions of linearity and 

homoscedacity being met.  The Durbin-Watson test revealed there was not an issue with adjacent 

residuals being correlated, with a score of 1.99 the assumption of independent errors was 

considered valid.  The collinearity statistics confirmed the assumption that multicollinearity was 

not an issue.  All of the variables had variance inflation factors (VIF) less than two and 

tolerances that were not close to zero.  The only exceptions to this was OPTEMPO (VIF = 26.4 

and Tolerance = .04) and OPTEMPO squared (VIF = 26.0 and Tolerance = .04).  Further 

evaluation of the collinearity diagnostics confirm that OPTEMPO (Eigenvalue = .02) and 

OPTEMPO squared (Eignenvalue = .00) might have an issue with multicollinearity because their 

eigenvalues are close to zero.  To avoid other undue issues with multicollinearity between the 

main effects and interaction effects mean centered variables were used prior to calculating the 

interaction effect.  Additionally, the condition index for OPTEMPO (Condition Index = 19.4) is 

greater than 15 which indicates a possible problem with multicollinearity and OPTEMPO 
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squared (Condition Index = 49.1) has a condition index of greater than 30 which indicates a 

possible serious problem with multicollinearity.   To avoid other undue issues with 

multicollinearity between the main effects and interaction effects mean centered variables were 

used prior to calculating the interaction effect.  Further evaluation of the initial model showed 

there were too many predictors in the model.  There are two non-significant coefficients, 

indicating that Rank, and OPTEMPO did not contribute much to the proposed model.  In 

contrast, the ANOVA results indicated the regression and residual sums of squares were at about 

a 1-1 ratio, which indicated that nearly all the variation in turnover intentions was explained by 

the proposed turnover model.  Additionally the significance value of the F statistic was less than 

.05 which indicated the variation explained by the model was not due to chance. 

 SPSS (version 12.0) predictive analysis software was used to perform the linear 

regression analysis for this study.  Hypothesis 1 stated OPTEMPO will have a curvilinear 

relationship with turnover intentions in which individuals with low OPTEMPO will have a high 

turnover intention and individuals with high OPTEMPO will have a high turnover intention.  To 

test this hypothesis, one step-wise regression was computed with the control variables rank and 

gender placed in separate blocks.  The subsequent blocks of the regression were comprised of the 

remaining independent variables and were entered in the following order: job satisfaction, 

organizational commitment, OPTEMPO and OPTEMPO2.  Use of the step-wise method allowed 

for the individual assessment of the relationship between OPTEMPO and turnover intentions.  

The first step in the regression analysis was to evaluate the change in R2 values to determine the 

amount of incremental variance accounted for by the independent variables.  Additionally, the 

significant change in F values was compared to determine if the independent variables had a 

significant influence on the dependent variable turnover intentions.  The variance accounted for 
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by each of the independent variables was significant, except for OPTEMPO and OPTEMPO2 

(Rank ∆R2 = .05, p < .001, ∆F = 28.19; Gender ∆R2 = .00, p < .001, ∆F = 7.76; Job Satisfaction 

∆R2 = .29, p < .001, ∆F = 906.29; Organizational Commitment ∆R2 = .13, p < .001, ∆F = 

513.29).  Model 1 produced an overall R2 = .48 and an adjusted R2 = .47 which accounted for the 

total variance due to the independent variables of gender, rank, job satisfaction, organizational 

commitment, OTEMPO, and OPTEMPO2.  A summary of the R2 values and change in F values 

are illustrated in Table D1 in Appendix D.  In Model 1 Gender (β = .05, p = .00), Job Satisfaction 

(β = -.29, p = .00), and Organizational Commitment (β = -.44, p = .00) were significantly related 

to turnover intentions.  Because there was no statistical significance associated with the 

OPTEMPO and the OPTEMPO2 variables, the results did not support the presence of a 

curvilinear relationship between OPTEMPO and turnover intentions.  In summation, the data did 

not support Hypothesis 1 and there was no curvilinear or linear relationship between OPTEMPO 

and turnover intentions.  

------------------------------------ 
Insert Table D1 about here 

----------------------------------- 
 

Hypothesis 2 was assessed in model 2.  The test of Hypothesis 2 examined the negative 

moderating effect of organizational commitment on the relationship between OPTEMPO and 

turnover intentions.  To test this hypothesis, one regression was computed with the control 

variables rank and gender.  The subsequent blocks of the regression were comprised of the 

remaining independent variables and were entered in the following order: job satisfaction, 

organizational commitment, OPTEMPO, OPTEMPO2, OPTEMPO X Organizational 

Commitment, and OPTEMPO2 X Organizational Commitment.  The step-wise method of 

entering the variables allowed for the analysis of the possible moderating effects of job 
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satisfaction on the relationship between OPTEMPO and turnover intentions.  The standardized 

regression coefficient and the significant change in F values for the moderating variable 

Organizational Commitment were evaluated to determine if there was a significant influence on 

turnover intentions.  Model 2 produced an R2 = .48 and an adjusted R2 = .47.  A summary of the 

R2 values and change in F values are illustrated in Table D2 in Appendix D.  In Model 2 Gender 

(β = .05, p = .00), Job Satisfaction (β = -.29, p = .00), and Organizational Commitment (β = -.55, 

p = .00) were significantly related to turnover intentions.  The results of the linear regression 

showed there was no significant relationship between the moderating variable of organizational 

commitment and the relationship between OPTEMPO and turnover intentions.  The standardized 

regression coefficient and change in F were not found to be significant for the moderating 

variable Organizational Commitment (β = -.05, p > .1).  Therefore, the results provided no 

support for Hypothesis 2.  There was no moderating relationship between organizational 

commitment and the relationship between OPTEMPO and turnover intentions. 

------------------------------------ 
Insert Table D2 about here 

----------------------------------- 

In order to test Hypothesis 3, a new independent variable comprised of the product of job 

satisfaction and OPTEMPO was created.  Hypothesis 3 was assessed in model 3.  The test of 

Hypothesis 3 examined the negative moderating effect of job satisfaction on the relationship 

between OPTEMPO and turnover intentions.  To test this hypothesis, one regression was 

computed with the control variables rank and gender.  The subsequent blocks of the regression 

were comprised of the remaining independent variables and were entered in the following order: 

job satisfaction, organizational commitment, OPTEMPO, OPTEMPO2, OPTEMPO X Job 

Satisfaction, and OPTEMPO2 X Job Satisfaction.  The step-wise method of entering the 
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variables allowed for the analysis of the possible moderating effects of job satisfaction on the 

relationship between OPTEMPO and turnover intentions.  The standardized regression 

coefficient and the significant change in F values for the moderating term were evaluated to 

determine if there was a significant influence on turnover intentions.  Model 3 produced an R2 = 

.48 and an adjusted R2 = .47.   A summary of the R2 values and change in F values are illustrated 

in Table D3 in Appendix D.  In Model 3 Gender (β = .05, p = .00), Job Satisfaction (β = -.28, p = 

.00), and Organizational Commitment (β = -.44, p = .00) were significantly related to turnover 

intentions.  The standardized regression coefficient and change in F were not found to be 

significant for the moderating variable Job Satisfaction (β = .03, p > .1). The results provided no 

support for Hypothesis 3. 

------------------------------------ 
Insert Table D3 about here 

----------------------------------- 
 
      Hypothesis 4 was assessed in model 4.  The test of Hypothesis 4 examined the negative 

moderating effect of gender on the relationship between OPTEMPO and turnover intentions.  To 

test this hypothesis, one regression was computed with the control variables rank and gender.  

The subsequent blocks of the regression were comprised of the remaining independent variables 

and were entered in the following order: job satisfaction, organizational commitment, 

OPTEMPO, OPTEMPO2, OPTEMPO X Gender, and OPTEMPO2 X Gender.  The step-wise 

method of entering the variables allowed for the analysis of the possible moderating effects of 

job satisfaction on the relationship between OPTEMPO and turnover intentions.  The 

standardized regression coefficient and the significant change in F values for the moderating 

term Gender were evaluated to determine if there was a significant influence on turnover 

intentions.  Model 4 produced an R2 = .48 and an adjusted R2 = .47.  A summary of the R2 values 
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and change in F values are illustrated in Table D4 in Appendix D.  In Model 4 Job Satisfaction (β 

= -.29, p = .00) and Organizational Commitment (β = -.44, p = .00) were significantly related to 

turnover intentions.  The standardized regression coefficient and change in F were not found to 

be significant for the moderating variable Gender (β = .02, p > .1).  Therefore, the results 

provided no support for Hypothesis 4.  There was no moderating relationship between gender 

and the relationship between OPTEMPO and turnover intentions. 

 
 

------------------------------------ 
Insert Table D4 about here 

----------------------------------- 

Hypothesis 5 was assessed in model 5.  The test of Hypothesis 5 examined the negative 

moderating effect of rank on the relationship between OPTEMPO and turnover intentions.  To 

test this hypothesis, one regression was computed with the control variables rank and gender.  

The subsequent blocks of the regression were comprised of the remaining independent variables 

and were entered in the following order: job satisfaction, organizational commitment, 

OPTEMPO, OPTEMPO2, OPTEMPO X Rank, and OPTEMPO2 X Rank.  The step-wise method 

of entering the variables allowed for the analysis of the possible moderating effects of job 

satisfaction on the relationship between OPTEMPO and turnover intentions. The standardized 

regression coefficient and the significant change in F values for the moderating term Rank were 

evaluated to determine if there was a significant influence on turnover intentions.  Model 5 

produced an R2 = .48 and an adjusted R2 = .47.  A summary of the R2 values and change in F 

values are illustrated in Table D5 in Appendix D.  In Model 4 Gender (β = .05, p = .00), Job 

Satisfaction (β = -.29, p = .00), and Organizational Commitment (β = -.44, p = .00) were 

significantly related to turnover intentions.  The results of the linear regression showed there was 
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no significant relationship between the moderating variable of rank and the relationship between 

OPTEMPO and turnover intentions.  The standardized regression coefficient and change in F 

were not found to be significant for the moderating variable Rank (β = -.04, p > .1).  Therefore, 

the results provided no support for Hypothesis 5.  There was no moderating relationship between 

rank and the relationship between OPTEMPO and turnover intentions.   

------------------------------------ 
Insert Table D5 about here 

----------------------------------- 
  

 The analysis of the data indicated that none of the research hypotheses were supported, 

which leads to an additional question, does OPTEMPO have a significant relationship with 

turnover intentions when job satisfaction and organizational commitment are not present.  In 

order to test this additional research question, two models were tested to examine the relationship 

between OPTEMPO and turnover intentions and OPTEMPO2 and turnover intentions without 

the presence of job satisfaction and organizational commitment. To test this additional research 

question two regressions were computed with the control variables rank and gender.  The 

subsequent blocks of the regression were comprised of OPTEMPO for the first regression and 

OPTEMPO and OPTEMPO2 for the second regression. The standardized regression coefficient 

and the significant change in F values OPTEMPO and OPTEMPO2 were evaluated to determine 

if there was a significant influence on turnover intentions.   Model 6 produced an R2 = .06 and an 

adjusted R2 = .06.  In Model 6 OPTEMPO (β = .07, p = .00) was significantly related to turnover 

intentions.  Therefore, the linear regression indicated there was a significant relationship between 

OPTEMPO and turnover intentions.  Although there is a significant relationship the low R2 value 

suggested the amount of variance explained by the model was very low.  There are additional 

constructs that influenced an individual’s turnover intention.  Model 7 produced an R2 = .06 and 
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an adjusted R2 = .06.  In Model 7 OPTEMPO (β = .12, p > .05) and OPTEMPO2 (β = -.05, p > 

.05) were not significantly related to turnover intentions.  Therefore, the linear regression 

indicated there is not a significant relationship between OPTEMPO2 and turnover intentions.  

The results shown in Appendix G, Table G1 are inconsistent with the results provided by 

Huffman et al. (2005) which reported a curvilinear relationship existed between OPTEMPO and 

turnover intentions.   

------------------------------------------------- 
Insert Table F1 and Table G1 about here 
------------------------------------------------- 

 
Summary 
 
 This chapter provided a summary of the results from the August 2004 Status of Forces 

Survey.  The analysis focused on the effect of OPTEMPO on turnover intentions in the Air Force 

when accounting for job satisfaction and organizational commitment.  The results of this analysis 

suggest OPTEMPO does not have a significant curvilinear relationship with turnover intentions 

of members of the Air Force.  Further analysis suggested there was no relationship at all between 

an Air Force member’s OPTEMPO and their turnover intentions when accounting for job 

satisfaction and organizational commitment.  Because of the lack of a relationship there is no 

evidence to support the moderating influence of rank, gender, job satisfaction, and organizational 

commitment on OPTEMPO and turnover intentions.  Although the research hypotheses were not 

supported, the data do show a significant linear relationship between OPTEMPO and turnover 

intentions.  The relationship is statistically significant, but the data also indicated there are other 

factors that influenced turnover intentions in addition to high OPTEMPO.   In addition, although 

the results for OPTEMPO were significant the values indicate that as OPTEMPO increases by 

one standard deviation (2.35), turnover intentions increase by .07 standard deviations.  The 
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standard deviation for turnover intentions is 1.30 and so this constitutes a change of .09 in 

turnover intentions.  Therefore, for every 2.35 increase in OPTEMPO, an increase in turnover 

intentions of .09 will occur.  An influence this small will not cause an individual to increase their 

overall turnover intentions from one category to another.  A summary of the results of the 

regression analysis for all models tested is shown in Appendix E, Table E1. 

 
------------------------------------ 

Insert Table E1 about here 
----------------------------------- 
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CHAPTER 5 

DISCUSSION 

OPTEMPO 
 
 This study explored the relationship between OPTEMPO measures and turnover 

intentions.  The main goal of the research was to address the inconsistent findings associated 

with OPTEMPO’s effect on turnover.  The principal finding is that OPTEMPO does not have a 

significant curvilinear relationship with turnover intentions when accounting for job satisfaction 

and organizational commitment.  Therefore, there is no evidence supporting individuals with low 

OPTEMPO will have a high turnover intention and individuals with high OPTEMPO will have a 

high turnover intention.  This finding is in contrast to the evidence reported by Huffman et al. 

(2005), who suggested the relation between OPTEMPO and turnover intentions might be 

curvilinear (Huffman et al., 2005).  Further findings indicated there is no significant relationship 

between OPTEMPO and turnover intentions when accounting for job satisfaction and 

organizational commitment.  These findings are consistent with the findings of Castro et al. 

(1999) and Reed and Segal (2000) who found OPTEMPO either to be related to a soldier’s 

intentions to stay in the military, or had no effect at all. 

 It is possible that the results of this study are caused by military members self selecting 

into the military because they desire to have an occupation with high OPTEMPO.  Individuals 

joining the military know deployments, TDYs, training exercises, and long work hours will be 

part of the occupation.  These individuals feel high OPTEMPO is a positive aspect of the job and 

are willing to accept the consequences of a high OPTEMPO occupation.  Individuals who have 

positive feelings about OPTEMPO are not likely to leave the military when OPTEMPO 

increases. 
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 The second key finding of the study was that job satisfaction and organizational 

commitment did not have a moderating effect on the relationship between OPTEMPO and 

turnover intentions.  This result supports the evidence that there appeared to be no relationship 

between OPTEMPO and turnover intentions when accounting for job satisfaction and 

organizational commitment.  Results did support the relationship organizational commitment and 

job satisfaction have on turnover, and because of this, these variables would be expected to have 

an influence on the independent variable of OPTEMPO and its effect on turnover.   Support for 

this finding is found in the significantly negative relationship between job satisfaction, 

organizational commitment and turnover intentions (r = -.57 and -.62, p < .001, respectively).  

Namely, as job satisfaction and organizational commitment increased, turnover intentions 

significantly decreased.    

Individual Characteristics 
 

The third key finding of the study was that rank and gender did not have a moderating 

effect on the relationship between OPTEMPO and turnover intentions when accounting for job 

satisfaction and organizational commitment.  The data did not support prior research which had 

shown junior enlisted members were more likely to report they intend to leave the service than 

NCOs and officers (Castro et al., 1999).  It, in fact, suggested the opposite, as rank increased, it 

did not significantly decrease the likelihood of turnover. This demonstrates that rank does not 

play a role in determining the relationship between OPTEMPO and turnover.  Although the data 

did not show an effect on turnover, it did demonstrate an increase in OPTEMPO as individuals 

increased in rank.  E1 – E4s in the Air Force experienced an OPTEMPO level of 5.57 while 04 – 

06s experienced an OPTEMPO level of 7.56.  This increase in OPTEMPO did not increase an 

individual’s intent to turnover.  Prior research had demonstrated inconsistent results on the effect 
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of gender on turnover.  This research demonstrates that gender does not have a significant effect 

on OPTEMPO or turnover intentions.             

Limitations 
 
 Similar to the research of Huffman et al. (2005) this study had several methodological 

limitations.  A majority of the limitations present in the study are associated with the use of a 

secondary data set to measure the constructs of the proposed model (Kiecolt & Nathan, 1985).  

The secondary data set used was the data recorded in the August 2004 Status of Forces Survey 

administered by the DMDC, and because the survey was administered and data collected by an 

outside source, methodological issues with the design of the survey could not be addressed.  

Errors made in the original survey are often no longer visible and are impossible to address 

(Kiecolt & Nathan, 1985).  In addition to overcoming issues with the design of the survey, 

remedies to overcome common method variance could not be used.  For example, using archival 

data prohibited the study from obtaining information about the constructs OPTEMPO and 

turnover intentions from different sources (Podsakoff, MacKenzie, Lee, & Podsakoff, 2003).  

Also independent from the survey was the possibility of overcoming non-response bias.  The 

survey was originally sent to 38,112 individuals, and 13,396 people responded (Defense 

Manpower Data Center, 2004).  In many cases, it is almost impossible to avoid non-response 

bias, and to overcome it, the DMDC used a non-proportional random sample to ensure a 

sufficient number of surveys were returned (Alreck & Settle, 2004).  Any additional non-

response bias due to the construction of the survey could not be addressed.    

Many of the items used in the study required self-reporting of the individual.  

Specifically, individuals were asked to provide information on how many days they worked 

more than a normal work day and how many days they were away from their normal duty 
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station.  Research has shown that self-reported work hours can be considered a valid measure of 

actual work hours (Jacobs, 1998), but self-reported days on TDY, training exercises, and 

deployments does not have supporting research available.  Because archival data was used, I was 

not able to verify the actual number of days a member was on TDY, training exercises, or 

deployments to the number of days they reported on the survey instrument.  This limitation 

decreases the reliability of the measure because it may not accurately measure a member’s true 

OPTEMPO level.  

 Existing research in the field of OPTEMPO has used many different definitions of the 

term.  The differing definitions have been identified as one of the reasons for conflicting results 

on the effect of OPTEMPO on turnover.  In order to provide a consistent definition for this 

study, the definition introduced by Huffman et al. (2005) was used.  Their definition focused on 

the rate of military operations as measured by deployments, training exercises, TDY 

assignments, and work hours (Huffman et al., 2005).  The archival data set used for this study 

did not have an item that measured each of the measures in the OPTEMPO definition 

individually.  The archival data only contained information on the number of days an individual 

had worked longer than a normal duty day (Item Number 28) and how many nights an individual 

had been away from their permanent duty station because of military duties (Item Number 29)  

(Defense Manpower Data Center, 2004).  For the purpose of the study the item used to measure 

nights away from the individual’s permanent duty station was used to measure a combination of 

deployments, training exercises, and TDY assignments.  In order to gain a better understanding 

of the separate influences on OPTEMPO, it would be important to have an individual measure 

for each of the areas mentioned.  This is also a limitation of other studies which have found that 

certain aspects of OPTEMPO are more significantly related to turnover than others, for example 
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Huffman et al. (2005) found that TDY days and turnover had a significant link (Huffman et al., 

2005).  

  Single-item measures are often discouraged in the field of academic research (Wanous & 

Hudy, 2001).  For this study, single-item measures were used to indicate an individual’s turnover 

intentions (Item Number 23) and job satisfaction (Item Number 21) (Defense Manpower Data 

Center, 2004).  Researchers are often concerned with the measurement reliability associated with 

single item measures (Wanous & Hudy, 2001).  The great cause for concern is due to the 

inability to estimate single-item reliability, and it is often believed that even if reliability could be 

estimated it would be extremely low (Wanous & Hudy, 2001).  To overcome the perceived 

issues with single-item reliability, multiple measures would need to be used for turnover 

intentions and job satisfaction.  Although there are many critics against the use of single-item 

measures, research has shown that reliability estimates can be obtained and they are considered 

to be in the acceptable levels (Wanous & Hudy, 2001).  To silence the remaining critics, multiple 

established measures of turnover intentions and job satisfaction should be used to increase the 

validity of the study. 

 Although there are possible limitations identified in the study conducted, there are also 

strengths that deserve to be mentioned.  Using an archival data set from the DMDC ensured the 

survey was produced professionally by individuals trained in survey creation and management.  

The experience of the DMDC helped reduce the possibility of instrumentation bias and response 

bias present in the survey.  The collection and coding of the data was also conducted in a precise 

and specified manner.  When the data was evaluated for outliers and incorrectly coded data, there 

was no evidence found of these issues.  Also, the sample used for the research was a stratified 

random sample which used weights to reflect the population of interest (Defense Manpower Data 
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Center, 2004).  This method of sampling reduced the possibility of sampling bias, and increased 

the chance of generalization of the study to the entire Armed Forces population. The data set also 

included a large sample which increased the reliability and lowered the sampling error of the 

data provided by the DMDC.  

 As discussed earlier the linear regression conducted in the study revealed that there is an 

issue with multicollinearity with OPTEMPO and OPTEMPO squared.  The increase in 

multicolinearity means that the standard of deviation and standard error for the sample 

distribution are larger (Schwab, 2005).  These increases made it harder for the sample to achieve 

statistically significant results.  The presence of multicollinearity also made the sample estimates 

less reliable predictors of the population parameters (Schwab, 2005).  The presence of 

multicollinearity in this study did cause some undesirable consequences it did not invalidate the 

regression results that have been reported (Schwab, 2005).        

Future Research 
 
 Since the effect of OPTEMPO on turnover intentions is still inconclusive, future research 

should focus on the various aspects of OPTEMPO and the effect they have on turnover.  The 

measurement of OPTEMPO is crucial to further studies, and it is vital to look at all aspects of 

OPTEMPO to include; deployments, work hours, training exercises, and TDYs.  OPTEMPO is 

determined by a multitude of factors and cannot be measured by only one facet (Huffman et al, 

2005).  As seen in the review of OPTEMPO, many of the studies used differing definitions to 

study its effects, and all future research regardless of what branch of the military it focuses on 

must utilize a consistent definition of OPTEMPO if researchers want to understand the true 

effect of OPTEMPO on turnover intentions.   
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 Once a unified definition of OPTEMPO is established, all aspects of the definition need 

to be studied in detail.  Deployments, work hours, training exercises, and TDYs need to be 

evaluated individually to determine the effect each of these measures of OPTEMPO has on 

turnover intentions.  Some aspects of the definition of OPTEMPO can be broken down even 

further for evaluation.  For example, some research has been conducted on the type of 

deployments military members have been a part of (e.g., hostile vs. non-hostile), and further 

research should also focus on the types of deployments that are experienced by military 

members.  The limited amount of information on the type of deployments and how they affect 

turnover needs to be evaluated further.  In addition to the different types of deployments, future 

studies should focus on the type of training and TDYs military members take part in and how 

these different TDYs affect turnover intentions. 

 The negative effect of job satisfaction and organizational commitment on turnover 

intentions of individuals with high OPTEMPO also needs to be addressed in more detail.  

Extensive research has been conducted on the effect of different aspects of organizational 

commitment on turnover, and this trend needs to be followed in the field of OPTEMPO.  As 

mentioned before, organizational commitment is generally measured in three separate 

components; affective commitment, continuance commitment, and normative commitment, each 

of these components of commitment should be studied separately to uncover the effect each 

component has on an individual with high OPTEMPO and their turnover intentions.  Looking at 

each component will truly isolate which component has the greatest effect on the proposed 

turnover model.    

When measuring work hours in future studies researchers should also focus on a 

technique of measuring work hours that is more reliable.  This study relied on self-reported work 
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hours to measure OPTEMPO, and although self-reporting of work hours is considered reliable 

the reliability of the sample can increase if it is accurately measured by a source other than the 

member.  TDYs, training exercises, and deployments can be verified with archival data, but in 

order to get an accurate measure of OPTEMPO, work hours should also be measured in a similar 

way.   

 Most importantly, the archival data set used for this study is from 2004, and much has 

changed in the amount of OPTEMPO military members are experiencing.  Presently all branches 

of the Armed Forces are being asked to deploy for longer periods than they were during 2004.  

Also, many military members are deploying for these longer periods more frequently.  To 

capture an accurate reflection of the current attitudes of military members it is important to use 

the most up to date data available.  Use of current data will provide accurate and definitive 

answers to the effect that OPTEMPO has on turnover intentions.     

Conclusion 
 
 The results presented in this paper contribute to the current research available on the 

impact of OPTEMPO on turnover intentions, and also contribute to the findings of Huffman et 

al. (2005).  Initial findings suggest that OPTEMPO has no effect on turnover when accounting 

for job satisfaction and organizational commitment.  Individuals who have high job satisfaction 

and high OPTEMPO are not likely to demonstrate high turnover intentions.  Similarly, 

individuals with high organizational commitment and high OPTEMPO are not likely to display 

high turnover intentions.  It can be implied from these findings that organizations with high 

OPTEMPO should focus on increasing job satisfaction and organizational commitment in order 

to retain their employees.  It is also implied that people in the military self-select into the Armed 
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Forces because they realize there will be high OPTEMPO and assume the risks associated with 

high OPTEMPO before entering the military.   

The findings of this paper lay the foundation for steps the Air Force can take to overcome 

turnover during periods of high OPTEMPO.  One suggestion includes, acknowledging the 

increased OPTEMPO as a way of life in the Air Force and other branches of the military.  

Realistic job preview has undergone extensive academic evaluation to understand its effect on 

reducing turnover (Hom & Griffeth, 1995).  It is perceived that extensive and realistic 

information about a new job to prospective and new employees may improve their likelihood of 

remaining with the organization (Hom & Griffeth, 1995).  Realistic job previews provide 

information on both the positive and negative aspects of the new job (Hom & Griffeth, 1995).  

Individuals may be searching for a career which possesses a high OPTEMPO because they 

perceive it as a desirable or at least, expected way of life (Reed & Segal, 2000).  When 

individuals searching for a high OPTEMPO job enter the Air Force, they are more likely to have 

high job satisfaction and high organizational commitment because their job expectations are met.  

Also, the Air Force should focus on increasing job satisfaction and organizational commitment 

by encouraging members of the military to have pride in the job they do and that high 

OPTEMPO is a part of the job.  Future research should focus on the specific measures of 

OPTEMPO, job satisfaction, and organizational commitment in order to identify additional ways 

to influence turnover decisions.   
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Appendix A:  Turnover Models 
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Figure A1:  March and Simon’s (1958, p. 99 and 106) Model of Motivation 
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Figure A2:  Price (1977, p. 84) – Relationships Between the Determinants, Intervening 
Variables, and Turnover 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Price, J. L. (1977).  The study of turnover.  Ames; Iowa State University Press. 
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Figure A3:  Mobley’s 1977 Model of Intermediate Linkages 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Mobley, W.H. (1977).  Intermediate linkages in the relationship between job satisfaction and 
employee turnover.  Psychology 62, 238. 
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Figure A4:  Steers and Mowday’s 1981 Model of Turnover 
 
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 

Steers, R. M., & Mowday, R. T. (1981). Employee turnover and the post decision 
accommodation process. Research in Organizational Behavior, Greenwich, Connecticut:  
JAI Press.  
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Figure A5:  Bluedorn’s 1982 Unified Model of Turnover 
 
 
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Bluedorn, A.C. (1982).  A unified model of turnover from organizations.  Human Relations, 
32(2), 135-153. 
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Appendix B:  Survey Item 81 Descriptive Statistics 
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Table B1 
 
Survey Item 81 Descriptive Statistics 
Question n M sd 

81a 2067 4.10 0.93 

81b 2060 3.90 1.01 

81c 2064 3.48 1.20 

81d 2060 2.48 1.19 

81e 2063 3.80 0.96 

81f 2067 3.41 1.23 

81g 2068 3.08 1.19 

81h 2068 3.67 1.05 

81i 2065 2.12 1.11 

81j 2066 4.23 0.81 

81k 2067 2.30 1.13 

81l 2065 2.61 1.15 

81m 2066 3.64 0.99 

81n 2066 2.44 1.15 

81o 2068 3.55 1.21 
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Appendix C:  Correlation Table 
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Table C1 
 
Descriptive Statistics and Correlations  

Variable Mea

n 

s.d. N 1 2 2a 2b 2c 2d 3 4 5 6 

1.  Turnover Intentions 3.70 1.3

1 

206

4 

1.00          

2.  Rank 2.61 1.4

4 

206

4 

-

0.16*** 

1.00         

2a.  E1 - E4    0.20***  1.00        

2b.  E5 - E9    -

0.08*** 

 -

0.47*** 

1.00       

2c.  O1 - O3    0.02  -

0.28*** 

-

0.40*** 

1.00      

2d.  O4 - O6    -

0.15*** 

 -

0.25*** 

-

0.36*** 

-

0.21*** 

1.00     

3.  Gender 1.45 0.5

0 

206

4 

0.10*** 0.10*** 0.19*** -

0.18*** 

0.07*** -

0.06*** 

1.00    

4.  Job Satisfaction 3.76 0.9

4 

206

4 

-

0.57*** 

-

0.57*** 

-

0.20*** 

0.04* 0.03 0.15*** -0.03 1.00   

5.  Organizational 3.25 0.6 206 - -0.62 - 0.07*** -0.04 0.03 -0.05 0.57** 1.00  
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Commitment 9 4 0.62*** 0.07*** * 

6.  OPTEMPO 6.60 2.3

3 

206

4 

-0.01 -

0.01*** 

-

0.25*** 

-

0.10*** 

0.23*** 0.18*** -

0.17*** 

-0.02 -

0.08*** 

1.0

0 

 
    *  p < 0.05, one-tailed test 
  **  p < 0.01, one-tailed test 
***  p < 0.001, one-tailed test 

 



 
 

 

 85

 

Appendix D:  Model Summaries 
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Table D1 
 
Model 1 Summary 
Variables Model 1 

 R2 Adjusted R2 R2 Change F Change Sig. F Change 

Gender 0.06 0.05 0.00 7.76 0.01 

Rank 0.05 0.05 0.05 28.19 0.00 

Organizational Commitment 0.48 0.47 0.13 513.29 0.00 

Job Satisfaction 0.34 0.34 0.29 906.29 0.00 

OPTEMPO 0.48 0.47 0.00 0.22 0.64 

OPTEMPO2 0.48 0.47 0.00 0.02 0.90 
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Table D2 
 
Model 2 Summary 
Variables  Model 2 

 R2 Adjusted R2 R2 Change F Change Sig. F Change 

Gender 0.06 0.05 0.00 7.76 0.01 

Rank 0.05 0.05 0.05 28.19 0.00 

Organizational Commitment 0.48 0.47 0.13 513.29 0.00 

Job Satisfaction 0.34 0.34 0.29 906.29 0.00 

OPTEMPO 0.48 0.47 0.00 0.22 0.64 

OPTEMPO2 0.48 0.47 0.00 0.02 0.90 

OPTEMPO X Organizational Commitment 0.48 0.47 0.00 0.69 0.41 

OPTEMPO2 X Organizational Commitment 0.48 0.47 0.00 0.70 0.40 

 

 

 
 
 
 
 



 
 

 

 88

Table D3 
 
Model 3 Summary 
Variables  Model 3 

 R2 Adjusted R2 R2 Change F Change Sig. F Change 

Gender 0.06 0.05 0.00 7.76 0.01 

Rank 0.05 0.05 0.05 28.19 0.00 

Organizational Commitment 0.48 0.47 0.13 513.29 0.00 

Job Satisfaction 0.34 0.34 0.29 906.29 0.00 

OPTEMPO 0.48 0.47 0.00 0.22 0.64 

OPTEMPO2 0.48 0.47 0.00 0.02 0.90 

OPTEMPO X Job Satisfaction 0.48 0.47 0.00 0.50 0.48 

OPTEMPO2 X Job Satisfaction 0.48 0.47 0.00 3.56 0.06 
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Table D4 
 
Model 4 Summary 
Variables  Model 4  

 R2 Adjusted R2 R2 Change F Change Sig. F Change 

Gender 0.06 0.05 0.00 7.76 0.01 

Rank 0.05 0.05 0.05 28.19 0.00 

Organizational Commitment 0.48 0.47 0.13 513.29 0.00 

Job Satisfaction 0.34 0.34 0.29 906.29 0.00 

OPTEMPO 0.48 0.47 0.00 0.22 0.64 

OPTEMPO2 0.48 0.47 0.00 0.02 0.90 

OPTEMPO X Gender 0.48 0.47 0.00 2.54 0.11 

OPTEMPO2 X Gender 0.48 0.47 0.00 0.00 0.95 



 
 

 

 90

Table D5 
 
Model 5 Summary 
Variables  Model 5 

 R2 Adjusted R2 R2 Change F Change Sig. F Change 

Gender 0.06 0.05 0.00 7.76 0.01 

Rank 0.05 0.05 0.05 37.57 0.00 

Organizational Commitment 0.48 0.47 0.13 513.29 0.00 

Job Satisfaction 0.34 0.34 0.29 906.29 0.00 

OPTEMPO 0.48 0.47 0.00 0.22 0.64 

OPTEMPO2 0.48 0.47 0.00 0.02 0.90 

OPTEMPO X Rank 0.48 0.47 0.00 0.00 1.00 

OPTEMPO2 X Rank 0.48 0.47 0.00 0.29 0.59 
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Appendix E:  Regression Results 
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Table E1 
 
Results of Regression Analysis  
Variables Model 1 Model 2 Model 3 Model 4 Model 5 

 B Std. 

Error 

β B Std. 

Error 

β B Std. 

Error 

β B Std. 

Error 

β B Std. 

Error 

β 

(Constant) 6.57 0.97  7.27 0.84  6.47 0.97  6.59 0.98  6.55 0.22  

Gender 0.13*** 0.04 0.05 0.13*** 0.04 0.05 0.13*** 0.04 0.05 0.11 0.35 0.04 0.13*** 0.04 0.05 

Rank                

  E1 - E4 0.20 0.95 0.07 0.20 0.95 0.07 0.20 0.95 0.06 0.25 0.95 0.08 0.34 0.14 0.11 

  E5 - E9 -0.07 0.95 -

0.03 

-0.08 0.95 -

0.03 

-0.08 0.95 -

0.03 

-0.03 0.95 -

0.01 

0.00 0.00 0.00 

  O1 - O3 0.00 0.95 0.00 -0.01 0.95 0.00 0.00 0.95 0.00 0.03 0.95 0.01 -0.06 0.25 -

0.02 

  O4 - O6 -0.29 0.95 -

0.08 

-0.30 0.95 -

0.08 

-0.29 0.95 -

0.08 

-0.25 0.95 -

0.07 

-0.41 0.37 -

0.12 

Organizational Commitment -.84*** 0.04 -

0.04 

-1.06*** 0.26 -

0.55 

-

0.84*** 

0.04 -

0.44 

-

0.85*** 

0.04 -

0.44 

-

0.84*** 

0.04 -

0.44 

Job Satisfaction -0.41*** 0.03 -

0.03 

-0.41*** 0.03 -

0.29 

-

0.39*** 

0.03 -

0.28 

-

0.41*** 

0.03 -

0.29 

-

0.41*** 

0.03 -

0.29 

OPTEMPO 0.00 0.05 0.00 0.00 0.05 0.00 0.00 0.05 0.00 -0.01 0.05 -

0.02 

0.00 0.05 -

0.01 

OPTEMPO2 0.00 0.00 -

0.01 

-0.01 0.02 -

0.33 

0.00 0.00 0.09 0.00 0.00 0.02 0.00 0.00 -

0.01 

OPTEMPO X Organizational 

Commitment 

   -0.05 0.07 -

0.05 

         

OPTEMPO2 X Organizational    0.00 0.01 0.35          
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Commitment 

OPTEMPO X Job Satisfaction       0.02 0.01 0.03       

OPTEMPO2 X Job Satisfaction       0.00 0.00 -

0.10 

      

OPTEMPO X Gender          0.02 0.09 0.02    

OPTEMPO2 X Gender          0.00 0.01 0.01    

OPTEMPO X Rank             -0.09 0.04 -

0.04 

OPTEMPO2 X Rank             0.00 0.00 0.09 

R2 / Adjusted R2 .475 / 

.473 

  .476 / 

.473 

  .476 / .473  .476 / .473  .475 / .473  

 
    *  p < 0.05, one-tailed test 
  **  p < 0.01, one-tailed test 
***  p < 0.001, one-tailed test 
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Appendix F:  OPTEMPO Correlation Table 
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Table F1 
 
Descriptive Statistics and Correlations  
Variable Mean s.d. N 1 2 2a 2b 2c 2d 3 4 

1.  Turnover Intentions 3.70 1.31 2064 1.00        

2.  Rank 2.61 1.44 2064 -0.16*** 1.00       

2a.  E1 - E4    0.20***  1.00      

2b.  E5 - E9    -0.08***  -0.48*** 1.00     

2c.  O1 - O3    0.02  -0.28*** -0.40*** 1.00    

2d.  O4 - O6    -0.15***  -0.25*** -0.36*** -0.21*** 1.00   

3.  Gender 1.45 0.50 2064 0.09*** -0.07*** 0.19*** -0.18*** 0.06*** -0.06*** 1.00  

6.  OPTEMPO 6.60 2.33 2064 0.00 0.34*** -0.25*** -0.10*** 0.24*** 0.18*** -0.18*** 1.00

 
    *  p < 0.05, one-tailed test 
  **  p < 0.01, one-tailed test 
***  p < 0.001, one-tailed test
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Appendix G:  OPTEMPO Regression Results
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Table G1 
 
Results of Regression Analysis  
Variables Model 6 Model 7 

 B Std. Error β B Std. Error β 

(Constant) 1.85 1.27  1.76 1.28  

  E1 - E4 0.59 1.27 0.20 0.59 1.27 0.20 

  E5 - E9 0.02 1.27 0.01 0.02 1.27 0.01 

  O1 - O3 0.14 1.27 0.04 0.14 1.27 0.04 

  O4 - O6 -0.34 1.27 -0.10 -0.35 1.27 -0.10

Gender 0.16*** 0.06 0.06 0.16*** 0.06 0.06 

OPTEMPO 0.04*** 0.01 0.07 0.07 0.06 0.12 

OPTEMPO2    0.00 0.01 -0.05

R2 / Adjusted R2 .058 / .056   .058 / .055   

 
    *  p < 0.05, one-tailed test 
  **  p < 0.01, one-tailed test 
***  p < 0.001, one-tailed test 
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Appendix H:  Status of Forces Survey 
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